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Preface

The purpose of this study was to ascertain to what degree the current DOD

training, as outlined in DOD 5000.52M, is sufficiently meeting the needs of Air Force

contracting personnel. Surveys were administered to Air Force contracting personnel

attending Professional Continuing Education courses. Students were surveyed on their

attitudes, perceptions, and belief concerning the certification program, the training

program, and the competencies which are used to build the training courses. The training

program was viewed as sufficient by a slight majority of the respondents. Interesting

viewpoints were also determined concerning the Gther career development program

components - experience and education - as well as various other aspects of training.

Since this research was the first in the career development program arena, numerous

areas for fuirther research have been identified as a result of this study.

Throughout the entire thesis process, severai people have been instrumental, to the

completionof this effort. Many thanks are extended to our thesis advisors, Major Bob

Pappas and Captain Paul Horst, for their excellent guidance and great advice. A very

special thank you is also extended to our sponsor and especially to Lt Colonel Wilma

Slade for her unending support and belief n the team and this effort. We both wish to

thank our family and friends for all of their love, encouragement, and patience during the

past year. Ms. Jones extends a personal thank you to Dan Warden, Pat Overgaard, Mom,

and Emily for being there during the trying times. Lt Staugler personally acknowledges

her special support received from Mom, Dad, Beth Rabine, and Tara.

Patty L Jones Suzanne 0. Staugler
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Abstract

This study determined to what extent AF contracting personnel training needs are

sufficiently being satisfied by the current DOD training as outlined in DOC 5000.52M.

A convenience sample was employed. 499 surveys were administered to Professional

Continuing Education students for various level I through IIl courses. 320 surveys were

used for the data base, achieving a 64. 1% response rate. The results of this study show
that the training requirements %xcrex xcied as sufficientl. ensuring thai the A\I- [,a, a

mission ready prolessional work fbrce by slightly more than half of the respondents.

However, the training componcnt was raniked as the most important component of the

career development program by the fewest number of respondents. Respondents

indicated the need for improvement in the areas of specificity and timeliness of training.

The training courses were perceived as overall adequate in meeting respondent needs.

Key competencies for review were identified based on upward trend and correlational

analysis.
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THE CERT IFICATION PR~OGRAM, TRAINING, AND COMPETENCIES.-.AN

EXAMINATION OF THlE AIR FORCE CONTRACTING WORK FORCE'S

RESPONSE TO THE SUTFFICIENCY OF PROFESSIONAL TRAINING

1. Introduction

General Issue

-The Defense Acquisition Work Force Improvement Act (DAWIA) of' 1990) was

enacted to enSu~reý the de\ eloprnent o ai LjL1lit\ aIcCJuisition \%ork, Irce to maintain lhe:

integrity of the defense acquisition system. To mecet thc challeniges ot'the deflensc

acquisition system of tomorrow, DAWIA established standardized eniteria governing the

expenence, training, and education of acquisition personnel, These regulatory

requirements and other guidance were captured in Department of Defense (DOD)

Directive 5000.52, "Deflense Acquisition Education, TFraini1ng, and Career lDeN.lopment

Program" and DOD Manual 5000.52M, "Career Development IProgramn for A\cquisit ion

Personnel," which governi the programn policy and procedures. As a result of 1)AWIA and

the subsequent directive, DOD) 5000.52, the Air Force (AF) initiated the Acquisition

Profiessional Development Program (APDl1) to provide the Air Force acquisition

community with a revitalized version of a career development program to ensure allI

acquisition personnel receive the necessary experience, training, and education to

effectively progress into more responsible and demanding positions. Brigadier General

Robert Drewes, United States Air Forcc, Deputy Assistant for Contracting, indicated the

need for a professional development program which capitalizes on the Ali- Force's most

valuable resource - "people."
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The Air Force continues to change in shape and size to better meet
America " defense needs. We have a new, fi)rward-reaching vision -
Global Power and ReachJofr America. The business we are in, our
mission. has been recently updated - to dejfnd the United States through
the control and exploitation ol/air and .%pace. Contractings contrthution
to tomorrow % Air Force is also clear - we acquire the supplies and
services essential to the Air Force's daily •oerations and war-fighting
mission in a manner that supports customers' needs at reasonable prices,
meets all statutory and regulatory requirements, and inspires public trust.
It is a challenging and awesome responsthility.

While contracting is an integral part of the Air Force team. we are
unique. We do not rely on large "capital investments" in real estate,
buildings, machinery, and equipment to get the job done. It is our people
a dedicated, professional contracting team, more than 10, 000 strong, that
turns critical requirements and scarce didlars into air and space power.
(1)rewes. 1993: 23)

This research reviewed the sufficiency of the overall cernificatior, program as

outlined in DOD 5000.52M. Specifically, the study sought to identify the sufficiency of

the ciuTrent training requirements of the certification program. As such, the research

cffort identified to what degree Air Force contracting personnel believe the training

requirements are sufficiently meeting their needs in pursuit of satisfying the mission and

attaining a more professional work tbrce. Training was targeted as the primary focus of

the three components - experience, training, and education - of the professional

deve!opment program.

The ke'v to professional development and mission success contlnzies to h,
training. We iden/yt the competencies our people need acro.ss the total
conlractingfuiction in order to perfiu.rm their responsibilities. We then
provide training using many approaches, frsm formal, in-residence
courses to OJT (On- the-Job Training) at the workplace.
(Drewes, 1993: 255)

The need has been identified for experienced, trained, and educated acquisition

personnel to meet the challenges of tomorrow's defense acquisition system and the

operating environment therein. DAWIA and DOD wide programs have been

implemented to help ensure this need is successfully satisfied. Training plays a
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substantial role in satisfying this objective As such, it was vital to determine the extent

to which the current training is sufficienth meeting the needs of AF contracting

personnel.

Problem Statement

The question for this research effort involved the determination to what extent Air

Force contracting personnel training needs are sufficiently being satisfied by the current

DOD training as outlined in DOD 5000.52M.

Research Objectives

The purpose of this research was to ascertain to what degree the current DOD)

training, as outlined in DOD 500(.52M, is sufficiently meeting the needs of Air Force

COt...dt~tIII ti .llunIeI~'. Thi,. obje,;uve wais a•tucoipiilhc by answering the "-"i....ir-

investigative questions:

1. To what extent was the tiaining component of the career de.clopment program
sufficiently meeting the current needs of AF contracting personnel?

2. To what degree did level i, level II, and level Ill personnel bclieeQ that the
training component of the career development program is sufficiently mecting the Current
needs of AF contracting personnel'?

3. What types of training courses were perceived to be adequate and consistent
with personnel needs for support of the missitn and the development olfa professional
work thrce?

4. To what extent is the individual's perception of the importance and/or need for
the competency in job performance commensurate with the proficiency level at which
the individual evaluates his/her proficiency?

Scope and Limits

The goal of the career professional development program is to use experience,

training, and education requirements to establish a prol'ssional baseline fIr acquisition

1-3



personnel. While the overall perception of the certification program was targeted. the

key emphasis of this research effort was the training component of the program.

Training was the only aspect of the program targeted because the role of training is

viewed as key to professional development and mission success,.

This research examined the regulations and requirements, surveyed applicable

contracting personnel, analyzed the findings, and provided recommendations concerning

the sufficiency of the current AF contracting training program. Most of the analysis was

based on the training needs identified by contracting personnel and was limited to the

attitudes, experiences, and perceptions of contracting personnel.

Potential Benefits

DOD training needs are responding to the changing requirements of the

acquisition work force of tomorrow. As such, DAWIA , and the subsequent programs to

implement DAWIA, are in a state of continuous change. Therefore, the research findings

generated from this study will be helpful in guiding the definition and development of

the DOD program. While the Ibcus of the study wil target AF personnel, the results of

the research may be utilized for the improvement of the entire DOD program because the

career development program requirements for experience, training, and education, are

Stadaidiu4IUILt acfotUs all tUIVIUU-S.

Definitions

Contracting Personnel: Civilians in the 1102 career series and their military equivalents
(Drewes, 1993: 24)

Contracting Officer: The government's agent for entering into, administering, and
terminating contracts (FAR, 1993).

1-4



Defense Acquisition: The planning, design, development, testing, contracting,
production, introduction, acquisition logistics support, and disposal of systems,
equipment, facilities, supplies, or services that are intended for use in, or in support ol,
military missions (Land, 1993: 23 2).

Defense Acquisition Work Force: Pennanent civilian employees and military members
who occupy acquisition positions, who aTe members of an Acquisition Corps, or who are
in acquisition development programs (Land, 1993: 23.2).

Need: 1. A lack of something necessary, useful- or desirable. 2. Obligation or
requirement. 3. Something necessary, useful, or desrable: requisite (Websters, 1984).

Overview

This study explored one aspect of the professionalism of the AF contracting work

force - training for contracting personnel. Throughout the remainder olfthis thcsis, thc

study will examine to what extent mnandatory DOD 5000.52M training requirements are

meeting the needs of AF contracting personnel. Chapter I has provided a general

introduction to the central research issue. Chapter 2 will examine the background of the

problem and provide sources of literature to substantiate the problem area. Chapter 3

will describe the research design and methodology issueC relevant to this study. Chapter

4 will address the analysis and findings of the study. Chapter 5 will explore the

conclusions, recommendations, and closing comments relevant to this research.

1-5



11. Literature Review

Chapter Overview

This chapter focuses on the development and establishment of Defense

Acquisition Work Force improvement Act (DAW1A), and the subsequent issuance of

DOD Manual 5000.52M which documents the policies and procedures of the

professionalism program. This literature review examines applicable secondary sources

and provides a review of the available background information. Secondary data will

"-Idfiil two of the three research purposes outlined by Emory and Cooper. it wvill 1)

provide specific references pertaining to the study and, 2) provide early exploration and

background information contributing to the study (Emory and Cooper, 199 1).

"The Defense Acquisition Work Force Improvement Act (DAWIA)

From the Hoover commission of 1949 to the Packard Commission of 1986, public

concern for the quality and professionalism of the defense acquisition wyork foirce has

been prevaient. The public outcry concerning the acquisition horror stories in the 1980's
provided the. nip h for a frif-rni .-indtt t In -tablih ' ciql'y ,, . ..... t. f .... ,,

esthblished experience, training, and education requirements. A 1990 Congressional

report pointed to the three key areas of the defense acquisition system for potential

modifications: 1) the process, 2) the structure, and 3) the people. The report noted that

although the process and structure aspects of the system had been modified to try to

attain a more efficient and effective acquisition system, the pecple aspect of the system

had not been tackled (Land, 1993: 23.2). As Congressman Nicholas Mavroules stated,

2-1



Improving the DOD's acquisition process is one of our country's most
pressing national security prob!ers. By addressing the people issue, we
take a big step in that direction. (Avlavroules, 1991: 23)

The various executive commissions pointed to the need to "attract and retain the caliber

of people necessary for a quality acquisition program" (Land, 1993: 23.5). As the

Packard Commission concluded,

... training should be centrally managed and finded to improve utilization
of teaching faculty, to enforce compliance with mandatory training
requirements, and to coordinate overall acquisition training policies.
(Land, 1993: 23.5)

A clear need to prepare the work force with professional training and education had been

identified.

Congress enacted DAWIA in November 1990 to reform the acquisition work

force. This legislation provided the framework necessary to improve the effectiveness of

the acquisition work force. DAWIA was a part of the legislation the House passed within

the National Defense Authorization Act, H.R. 4739, Public Law 101-510, Title XII

(Mavroules, 1991: 16). To ensure a quality and professional work force, DAWIA

established the following (Livingston, 1993):

1. Separate career boards for acquisition fields (Contracting, Program
Management, and so on).

2. Distinct career paths for the fields.
3. Critical and nov.-critical acquisition positions.
4. Intern, scholarship, and other recruitment programs.
5. A line item budget to support the mandatory training.
6. The Defense Acquisition University (DAU), the educational consortium.
7. Certification levels (Level I, 11, III) determined by standard education,

training, and experience requirements.
8. An acquisition corps for performance in critical positions.
9. Rigorous qualification, entry level , and promotion requirements.

10. Standardized minimum qualifications for civilian and military
contracting personnel and contracting officers.
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Regulatory Guidance

From the passage of DAWIA in November 1990, regulatory guidance fbr

DAWIA implementation DOD-wide was developed, drafted. and coordinated. DOD

guidance provided six regulations and manuals concerning DAWIA The regulations and

manuals, subject matter, and dates issued are depicted in Table 2-1 below.

Table 2-1. Regulatory Guidance Concerning DAWIA

Regulation or Manual Subject I,_Date Issued
DOD 5000.52 and Policy and Defense Acquisition 1 Oct 91
DOD 5000.57 University (DAU) Establishment _

DOD 5000.55 and Certification Standards No '1) i

DOD 5000.52M I __1

DOD 5000.551 Reporting Management Infbrmation Nov, 91
DOD 5000.58 Positions, Work Force and Special Jan 92

_Qualifications

DOD 5000.52M operates as the primary implementing directive of DAWIA as it

establishes the program's operation and administration throughout DOD It outlines the

program's design as follows (DOD 5000.52M, 1991. I-Iy)

1. Attract, select, develop, and retain on a long term basis, a highly
qualified work force capable of performing current and future Do)D
acquisition functions.

2. Meet current and future DOD needs for acquisition personnel and to
provide capable replacements for senior acquisition positions on a
planned, systematic basis.

3. Increase the proficiency of DOD acquisition personnel in their present
positions and to provide guidance and opportunities tbr broadening
experiences and progression commensurate with their abilities.

4, Improve the management and professionalism of the acquisition work
force.

2--' 3



5. Incorporate requirements of applicable laws and directives issued by
the DOD and the Office of Personnel Management.

The AF issued AFR 40-110 "Civilian Career Program Management" in November

1988 and AFR 36-27, "Officer Pcrsonnel, Acquisition Professional Development" in

December 1990 to govern a career development program for both military personnel and

civilians. These regulations were subsequently updated to include the DAWIA

requirements and were used to implement the DOD directives at the AF level. The AF

established a career development program which became known as the Air Force

Professional Development Program (APDP, 1992). AFR 40-110 and 36-27 were

rescinded in March 1992 when the Secretary of the Air Force for Acquisition (SAFAQ)

issued a policy letter which spelled out requirements for certification under APDP. This

policy letter governed the program until December 1993. In December 1993, a

subsequent policy letter was issued establishing new guidelines !or all acquisition

functions.

APDP was "designed to provide the acquisition cornmunitN, with a structure that

ensures our (AF) people get the necessary training, education, and experience to

effectively progress into more responsible and demanding positions" (APDP, 1992. 2).

Later AF policy letters raised certification standards for AF personnel higher than those

standards required by DOD. DOD reviewed the APDP increased standards and

determined that military services shail not be able to place more stringent requirements

upon personnel than those requirements outlined in DOD 5000.52M. This determination

was outlined in the December 1993 policy letter and has standardized certification

requirements for all the military services. A new version of DOD 5000.52M will be

issued In the Fall of 1994 implementing this revision. DOD requiremewts for each

certification level in contracting are indicated in Table 2-2.
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Table 2-2. Professional Certification Requirements - Contracting

Level Experience Training Education

I 1 year Contracting Fundamentals De-rce or

Contract Pricing 24 hours of business

II 2 years Government Contract Law Same as Level I

Intermediate Contract Pricing

Intermediate Contracting Course
in Primary Assignment

i11 4 years Executive Contracting Same as Level I

Executive Contracting Course
in Primary Assignment

PIoll I. I )cL IDe

The prmary change to the contracting function '%as the reduction of the

experience requirements fi-om one, Iour, and eight years to one, two, and four years,

respectively. Additionally, the AF can no longer require 80 hours of management

training! ftr level IH! cAntra-ting ,-rtifiretinln Finally, to ensure tha, DAW. and D'D

are consistent, the Professional Military Education (PME) requirements will no longer be

mandatory for military personnel.

Competency Based Education (C BE)

In 1986, DOD directed a comprehensive review of the contracting, quality

assurance, and program management work force. To help establish the parameters for

the training and education requirements within the program, the Deftensc Systems

Management College (DSMC) established a review board comprised of representatives

from all of the services and the Defense Logistics Agency (DLA). This board conducted

an extensive review which resulted in the Acquisition Enhancement Program (ACE)

Report, Vol 1, outlining the experience, training, and education requirements for fifteen

various acquisition functions. The board also drafted DOD) Directives 5000.48 and

5000.23 and recommended the bormation of a central delense acquisition uni\ersit%
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The need for maximum return on funds, instructors, students, time, and tlcilitics

required the board to establish standards for Competency Based Education (CBE).

McAshan defines CBE as containing three elements 1) specific competencies,

2) objectives and strategies to help achieve the established competencies, and 3)

evaluation policies to assess if the student has achieved the desired level of learning

(McAshan, 38). The Under Secretary of Defense (Acquisition and Logistics)

implemented CBE at numerous service schools in 1986. At present, all Defense

Acquisition Unuversity consortium schools utilize CBE to accomplish the training

objectives set forth under DOD 5000.52M.

A subsequent study, ACE II, wvas accomplished in May of 1986. The study found

that there was an overwhe!ming student population awaiting training per the required

training curriculum. The report predicted that with the recommended requirements of

LIiI• A T F%.9..L T I p,,U till.) U4.. NIJV6 VVUIlI Il LU t dIIIIU L UIIo oric 1 111 mUl.itu ILd ts

training. ACE II called for a "coordinated effort that crosses individual and Agency

lines" (Committee on Armed Services, 1990:430). This provided the impetus for the

establishment of the Defense Acquisition University (DAU). The DAU was officially

dedicated in October 1992 with the primary mission " to prepare professionals for

effective service in the DOD acquisition work force" (Sobieszczyk, 1993: 15).

Need for Follow-up

As this literature review has indicated, numerous changes have been a part of the

history of the evolution of the career development program. However, there has been

little or no scientific study or follow-up to determine how these changes have actually

affected the sufficiency of the program. There is a need for such an evaluation to provide

a program baseline from which a reference point can be established to determine exactly
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how each of the changes to the certification program are affecting the quality and

professionalism of the work force.

Key Definitions

DAWIA intends to provide a professional work force through "experience,"

"training," and "education," therefore these terms must be defined for clarity. Several

sources were examined to define these terms in relation to the defense acquisition system

and the goals of DAWIA. Afler the sources were examined, the list of terms was

expanded to include "professionalism," "competency," "certification," and

"career protessional de elopinent." The additional terms \%cte included becau.c of terll

relationships to experience, training, and education, \within the DOI) program. Tlhe

terminology, definitions, and sources are listed below.

Continuing Education and i raining: A mandatory education or training standard
established by a Functional Advisor or Functional Board, which is determined to be
essential for maintaining currency in a career field and must be accomplished by
members of the acquisition work force in the career field for which the standard is
established regardless of the individual's certification level. (DOD 5000.52M, 1991 ix)

Exprience: Participation or observation leading to skill (Websters, 1984).

Professionalism: Professionalism is derived from the word profession - an occupation in
which one professes to be skilled. It also refers to a body of persons engaged in a calling
Significantly, it derives from the act of professing or publicly declaring entry into a
religious order (Committee on Armed Services, 1990:414).

ComQpetency: Demonstrable composite knowledge, skills, abilities, characteristics, or
traits related to effective task performance on the job (McAshan, 1979:45).

Certification: Thi process of formally recognizing completion of mandatory education,
training, and experience. DOD 5000.52M, November 1991, lists the training
requirements for certification(Policv Guide, 1994:4).
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C•rer/Professional Development: The professional development of employee potential
by integrating the capabilities, needs, interests, and aptitudes of employees participating
in a career program through a planned, organized, and systematic method of training and
development designed to meet organizational objective. It is accomplished through work
assignments, job rotation, training, education, and self development programs (DOD
5000.52M,1991: viii).

Summary

The 240,000 persons who are currently part of .he acquisition work force
oversee the procurement of more than $120 billion in military goods and
services each year. Even accountinglor the huge budget cuts we
anticipate this aecade, we will still be talking about a procurement system
that is larger than the gross national product of all but a handful of
t;ations. This demrnands skills thatt .,mein from pro/essi.;nlism. f/rom

ednuation and soltd fraining, and1/onm subsiatnai work expericILVe.
(Atuvrou,'ls, 1991: 23)

The need has been identified for experienced, trained, and educated acquisition

personnel to meet the challenges of tomorrow's defense acquisition system. DAWIA and

DOD wide programs have been implemented to try to ensure these needs are successfully

met. As with most programs striving to meet the challenges of tomorrow, the DOD

training program must be reviewed to ensure it is sufficiently meeting the needs of' 'e

personnel. The type, variety, and content of the courses which make up the training

pt-ogiat-ft nlll tl I=• UVWUMIZ.iUU tV kHUI~ltI;.. . ..... Lillr •$;IZ UIN ILIII iV,. I,.;U;IVIII18 LllM 11la•• tri-aii-ig, at thic;

right time, constructed of the right material. It is through the identification and

incorporation of the right mix of training that will lead the acquisition work force into the

future and accomplishing the mission in a professional manner. Chapter 3 will review

the methodology employed to determine to what degree the current DOD training is

meeting AF contracting personnel needs.
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Ili. Methodology

Chapter Overview

This chapter discusses and reviews the particular methodology issues relevant to

this research study. The data collection plan and analyses help to provide the data

needed to determine the extent to which the training, as outlined in DOD 5000.52M,

meets the needs of AF contracting personnel in support o( providing a mission ready

professional work force. This chapter will examine the research method, methodology

literature, population and sample, insirunment development Lnd tcstinL,_ and thc data

collection plan.

Method

The research was accomplished by a formal method based on 1) the literature

review, 2) consultations with key personnel, and 3) a surve,. Through the collection of

primary data, the investigative questions as outlined in Chapter I were examined. A

survey was chosen as the proper instrument for data collection because it was more

versatile, economical, and efficient when compared to observation. Additionally. 1v

utilizing a survey to collect the data, it allowed for 1 ) exact selection of well-worded

questions geared to specific data collection, and 2) better geographic coverage to reach

the target samples (Emory and Cooper, 1991: 318).

Population and Sample

The steps in sampling design were followed in order to determine the appropriate

sample for this research study. Based on Emory and Cooper, the Ibilowing sampling

design issues were addressed:
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What was the relevant population? The problem statement was specific to
one branch of military service, the A.3. Further, it was geared to a
particular career field, contracting. As such, the relevant population was
all AF contracting personnel.

What were the parameters of interest? The problem statement was
specific to the issue of training within the program outlined in DOD
5000.52M, therefore training was a parameter of interest. Since proper
training was one element which enabled a certification level to be attained
under the program as outlined in DOD 5000.52M, the certification level
was also a parameter of interest.

What was the sampling frame? Based on the population and the
parameters of interest, a representative sample of AF contracting
personnel was used. To accomplish this objective, we sampled the
following 1994 Professional Continuing Education (PCE) Courses.

DAUI Course Number Title 1'ev'l
CON 101/ 102 Systems/Base LLvel Contracting I
CON 104 Principles of Contract Pricing I
CON 105 Operational Level Contract Pricing I
CON 201 Government Contract Law Il
CON 221 Intermediate Contract

Administration II
CON 222 Operational Level Contract II

Administration
IND 101 Contract Property Administration I1
IND 103 Intermediate Contract Property 11

Administration
CON 301 Executive Contracting III

These courses, and subsequently the personnel attending these courses, were targeted as
the sampling frame due to the designation of DOD certification levels, as indicated
above. The personnel attending the courses were reflective of the certification level. This
assumption allowed the reseaichers to better estimate the potential of attaining a
representative sample of the population-

What was the type of sample to be employed? Because of the sample and
parameter constraints and the ability to maximize response and minimize
costs, a convenience sample of PCE students was used ( Emory and
Cooper, 1991:274).
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What was the size of'the sample needed? As Kiejcie and Morgan note, the
following formula was used to determine the sample size for each sample
field (Isaac and Michael, 1990: 192):

n = Nz 2 * .25 1 = 373.51
(d2 * [N-I] + (2 *.25)

373.51 6993 (1.96)(1.96)*.25
(.05)(.05)*(6993-1)+(2*.25)

where n = Sample Population
N = Population
- = Z Score
d = Chance for ElTor

499 personnel were surveyed to ensure that at least ii or 374 pcrsonnel
returned tile sur,,evs, because of the calculations resulting fromll Lhe
formula above and the expectation of a 7/ 5% response rate.

How much did it cost to employ? To hold down survey costs, the survey
was administered to PCE students attending conmrses at Wrigiht-Paters-n
AFB, OH; Lackland AFB, TX; and off-site courses sponsored by the PCE
school at Wvight-Patterson AFB, OH.

Three distinct levels of workers were targeted tbr this research study - level I,

level II, and level II personnel - in order to be reflective of the three levels of

certification within DOD and APDP. These levels were established as a process by

which personnel could progress through standards of experience, training, and education

- level I (basic), ievel I1 (intermediate), and level Ill (advanced). Due to DOD data base

limitations in constructing numbers tbr the relevant population, those personnel who did

not hold a certification level were classified as seeking a !evel I certification or

equivalent to level I personnel.

The sample populations were constructed in order to reflect I ) three different

views of thought on the variables of interest due to certification level, and/or 2) similar

attitudes and perceptions concerning the variables of interest. Stratified sampling

improved statistical efficiency, facilitated the data gathering to ensuie the data was
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sufficient to analyze the sub-populations, and allowed the option to use different research

methods within the different strata (Emory and Cooper, 1991: 266).

Instrument Development

The survey was used to collect primary data. The use of a survey was determined

through a review of the advantages and disadvantages of various data c;ollection

instruments (Emory and Cooper, 1991: 338). One survey targeted the entire sample.

Surveys provided an instrument with lower costs than personal interviews, greater reach

of a dispersed sample, ease of contact of busy and mobile personnel, more reflection time

for the respondent, and higher anonymity for the respondent. The disad,,antaues ot"

utilizing surveys were non-response to the survey and limited information gathering.

The use of a convenience sample combated these disadvantages in that the ability to

reach and motivate personnel was more likely.

The instrument response structure was structured with both open-ended and

close-ended questions. The use of a five pointl Likert scale for close ended questioning

was a simple, common format, requiring less time for the respondent to select a response,

allowing for correct range of application, and was a method compared favorablv with

other data collection methods (Emory and Cooper, 1991. 209). To seek the opinions and

perceptions within the survey instruments, open-ended questions were employed.

Throughout the instrument development, continual evaluation of the schedule design,

question context, question wording, response structure, and question sequence occurred

to ensure quality and quantity responses ( Emory and Cooper, 1991. 135).

Testing

The instrument was tested to identify problems prior to data collection tEmorv

and Cooper, 1991: 179). T[here were two pretest groups associated with the instrument
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testing. One test group consisted of the AFIT contracting graduate class. The second test

gVrup consisted of one randomly chosen PCE class. These two test groups allowed the

content validity to be examined through analysis of I ) question wording, 2) shared

vocabulary, 3) question clarity, 4) assumptions, 5) biased wording, and 6)

personalization (Emory and Cooper, 1991:361). Pretest findings were corrected and/or

incorporatcd into the instrument. Findings from the pretests included:

1. Numbering scheme off
2. Likert scale categories hard to distinguish
3. Basic format suggestions
4. Spelling and typographical errors

Data Collection Plan

The data collection plan was developed to foster ease of implementation and

.ýC,-Urnacy in ath-ectfinn nfdanta. Recording chets f" th e S cosis-•-d of Aumatic_ . 1 M... ... ... .... . .. . .. . ZDI~ I -lV~ . -l ..l . ' ' .JIt,1 LI. *, . ,• . - _ L•~i• I~,

Data Processing (ADP), AFIT Data Collection Form 1 E which facilitated the full range

of responses to the survey. Data was collated and interpreted based on the computer

collation and interpretation of the data by the statistical program, Elementary Statistical

Analysis System (SAS). These results were randonlv checked to ensure control over the

proceýdu'-. The five open-ended questions were collated by hand by the researchers.

Va!idity was examined to determine if the data were relevant to the proper

measures and wcnr, free trom bias through the examination of normality plots and alpha

corre!ations. This was performed alp = .000 1, where p is equal to chance for error.

Frequency tabulations, summary statistics, and correlational analysis were utilized

to cvahuatce tbe rla.Iority of the close-ended questions. Close-ended questions 43 through

200 used Pe:,rson's correlational analysis to determine the corielation between
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compet.:-nmy importance and proficiency. To identify those competencies which required

further analysis, competencies were examined for an increasing upward trend in the

correlational va-'es from. level I personnel to level IlI personnel. The research team

assumed that ti-cre was a correlation between importance and proficiency. Theretore, as

the certification level of personnel increased, the correlational values were expected to

increase, or at least remain equal. An r less than or equal to .39 (where r = correlation),

with a p greater than or equal to .05 (where p = chance for error), were used as the values

for determining competency importance and proficiency not to be correlated. All open-

ended questions were categorized and ranked according to open-ended coding (Emory

and Cooper 1991:457). A listing oflthe competencies and their correlations appcarý in

Appendix E. Response categories for open ended questions one, two, and four included

1) certification program, 2) training, 3) education, and 4) experience. Response

Ii... IWI lJPIJl ." I..u 4• ,,3LlU %UII [LIIIIUUU 1 IliIJt vLc...rllci .I•al .. CII~.L -.s Iand ) aL

beneficial class. Sub-categories were also used, as well as an "other" category to ensure

exhaustive coding procedures were in place. Because some comments included a

number of responses answering many of the questions at once, the comments were
broken apart iiao die various categories. A single comment may have heen sorted into

rnaiy c~aiegories. based on the subject matter. A listing of the response categories

appears with the open-ended answers in Appendix E.

Du-e to the kualitative nature of the data collected, the data was categorized and

displayed in tables and graphs. The presentation of the data was driven by the moderating

variables -the demographic items on the survey. From these displays., a summary of the

data facilitated a review for patterns in the data. Potential improvements in training as

seen by the different levels of personnel, as well as the overall sample population. ý.ere

identified.

3-6



Summary

The research was conducted through a Ibrmal method of collection of primary

data. The design utilized a survey insirument to target three different worker levels of-

the sample field - level I, level I1, and level Ill. To accomplish this, surveys were

utilized and pretested. Because of the stratified nature of the data, it was analyzed and

displayed in table and graphical formats. The results and analysis of the data ,ijl be

discussed in Chapter 4.
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IV. Data Collection and Analysis

Chapter Overvicw

The data anai;'s's is provided in this chapter. The research results will be

presented in three sections - survey response, demographics, and investigative questions.

Various methods were used to generate the data and consisted of frequency tabulations,

summary statistical analysis, and correlation analysis. The response rate to the various

questions in the instrument varied. All numbers reflected throughout this section are

based on the total number of responses to a particular question in the instrument. The

survey instrument as presented to the participants appears at Appendix A.

Survey Response

The relevant sample was based on the 6993 Air Force contracting personrnel in the

population. The sample population was detenrined to be 374 personnel. 499 Se:, ve\,s

.were distributed and 333 were completed and returned. Surveys were reviewed tbr

missing data. Thirteen were not included in the data base because of missine data. Not

all surveys included in the data base contained complete information, but every effbrt

was made to use as much data as possible. Surveys were discarded because the

respondents I ) incorrectly coded the survey sheet and corrections were not possible, or 2)

failed to answer the survey instrument beyond the demographic questions. The final data

base for this analysis was generated from 320 surveys. A response rate of 64.1 % was

attained.

4-1



Demographics

The demographic section of the survey corsisted of ten questions. These

questions identified key distinguishing parameters of the sample- The question areas are

noted below. Detailed demographic data is listed in Appendix C.

1. Rank/Grade or Series - Officer
2. RankiGrade or Series - Enlisted
3. Rank/Grade or Series - Civilian
4. Education Level
5. Experience Level
6. Supervisory Experience
7. ExecutivelManagement Experience
8. Present Job Title
). Contractinu Certification

10. Type of Contractingi Function Assigned To

The over sampling and under sampling which are prevalent in the sample

statistics were difficult to control. The demographic make-up of the individuals

participating in the survey through selected training classes was anticipated to be

representative of the population. Courses were chosen to be sampled based on the

certification level rating given to the course, for example, Advanced Contract

Administration is rated as a level i1 course. This assumption affected the final sample

statistics because not all personnel in typical level 1, 11, and Ill courses were certified at

that particular level. Further, the researchers couid not identify the mix of officer,

enlisted or civilian personnel that would be attending a given training course. As such,

some over sampling and under sampling occurred for certain portions of the sample

population.
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Survey Questions 1 - 3: Rank/Grade or Series - Officer, Enlisted, Civilian

Table 4-1. Population -nd Sample Statistics by Officer, Enlisted, and Civilian

Population Sample
# of Personnel Percentage # of Personnel Percentage Difference

Officer 826 11.8% 67 20.9',o 9.1%

Enlisted 1339 1 9.1% 77 24.1% "5.0% o
Civilian 4828 69.0% 176 55.0% -14.00 o

Total 6993 1000% 320 100.0%

The demographic analysis provided many statistics about the sample. Table 4-1

compares the entire population make-up to the sample population make-up. The civilian

portion of the sample comprised 55.00,o of the respondents. The officer and chivied

sample population comprised 2h0.90 ,and] 24.1%) , respectixelv. Comparing these sample

population figures to the relevant population figures, there is an indication that the

civilians within the sample population were under sampled (-14.0%). However, the

officers (49. 1%) and enlisted (i-5.0%) were over sampled.

Survey Question 4: Education Level

The education levels of the sample rellect 6 2 .8% oflthe respondents held a

bachelor's degree or higher. While no Ph.D.'s were noted, 20.6% of the respondents held
m asters.* daeg--cc. . III v ig le .. 1 evc ... ol ............. a-t- %.•1 - -... , -• L., A nY-Nn .I .... . .

*ll II.3l.• O l *. I t 11I%.V•, ' t! • I LIUPI VV"I_ . . L.LU UUL L it.. .L1 I IJi •,.ULd•tI Ji 1.d1

requirement for 24 semester hours of business education or a bachelor's degree. OnhN

2.8% of the respondents had no college education. This was anticipated because of new

enlisted people entering the career field and the grandfathering of civilians tor the

educational requirements for certification.
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Su-vey Questions 5 -7: Contracting, Supervisory, and Executive Experience Levels

There were three areas of experience identified for evaluation: contracting.

supervisory, and executive. Civilian respondents held the largest amount olcontracting

experience of five years or greater (45.6%). Enlisted respondents held the least amount

of contracting experience of five years or greater (11.9 %). Those respondents having

had more than one year of supervisory experience were 43.4%. 11.3% of the sample

population indicated they had some executive experience.

Survey Question 8: Present Job Title

The majority ol the respondents t37.TS",) \ere contract ,pec•lal.,t. 1h Ic\cSI

jobs held by the respondents were represented by procurements analysts ,4.40o). A

number of respondents (14.7%) indicated that they fell into the other categorv.

Survey Question 9: Contracting Certification

Individual certification levels provided a different statistical perspective about the

sample population. Table 4-2 provides a comparison of the relevant population to the

sample population by certification level.

Table 4-2. Population and Sample Statistics by Certification Levels

Population Sample p _
- of Personnel Percentage # of Personnel Percentage Difference

Level 1 2189 3 i.3% 138 43.1% 11.8°%,
Level I1 4147 59.3% 143 44.7% -14.6%,0
Level 111 657 9.4% 39 12.2% 2.8%

Total 6993 100.0% 320 100.0%

The level 11 portion of the sample comprised 44.7% of the respondents. The level I and

Ill sample population consisted of 43. 1% and 12.2% of the respondents, respectcvely.

Comparing these sample population figures to the relevant pxopulation figures, there is an
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indication that the level II's of the sample were under sampled (-14.6%). Level l's and

Ill's were over sampled by + 11.8% and +2.8%, respectively.

Survey Question 10: Type of Contracting Function Assigned To

The majority (52.8%) of the contracting functions represented were made up of

the operational or base-level. The systems-level function was the second highest group

represented, with 12.5% of the respondents. The training function comprised the

smallest group, with only 4. 1% of the respondents. Because of the use of a convenience

sample, the research team had no control over the make-up of the Professional

Continuing Education (PICE) courses surey ed. Additionall, the Air IForc• l aimnii•

Center at Lackland AFB, TX was used as a survey distribution point. These factors max

explain the larger number of operational-level respondents.

Investigative Questions

The investigative questions were analyzed based on the individual answers to a

variety of questions in the survey instrument. Appendix B provides a tabular

representation of the survey questions which were used to answer each investi gatix e
queswt in Tho trqin'ng 1ompnoni o'lh e rtifio-iton progra ... .t f6- ......

investigative questions. As such, the moderating variables used to f'acilitate the analysis

of the investigative questions were certification levels.

Survey questions II through 200, with the exception of question 15, used a live

point Likert scale. Five open-ended questions were included in the survey addressing

various topics. Four of the open-ended questions were used to answer the investigative

questions. One question concerning competencies was not used due to an small poilon

(< 5%) of the population responding. All data were analyzed according to the

methodology plan outlined in Chapter 3.
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The remainder of this section will present the analysis of the data for each of the

investigative questions guiding this research study. Appendix C details data concerning

survey questions II through 42, Appendix D details data conceming survey questions 43

through 200, and Appendix E details data concerning the open-ended questions.

Investigative Question 1: To what extent was the training component of the career
development program sufficiently meeting the current needs of AF contracting
personnel?

Survev Questions 13. 15, 36 to 42, Open Ended Ouestions 1, 2, and-4

Survey questions thirteen and fifteen specifically sought to determine the

sufficiency of the training requirements in ensuring that the Air Force has a rnision ready

contracting work force that can provide effective customer support. Question 13

determined to what extent respondents believe the training requirements are sufficient.

57.2% of respondents indicated that the training requirements are sufficient.

i El Level 1 0 Level H U Level III

S30.00%

20.0
120.00%

~ 0.00% _ _ _ _ _

Experience Education Training

Component

Figure 4-1. Certification Requirements - Ranking of Importance

When the respondents were asked to rank the three components in question 15 -

experience, training, and education - 56.9% of th, respondents ranked cxperience the
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most important component. 34.20 of the respondents ranked education the most

important component and 8.9% ranked training the most important component. Figure

4-1 displays the respondents' ratings of the relative importance of the three components.

Survey questions '36 through 42 were used to target different aspects of training to

determine if particular training needs are being met. These questions used a five point

Likert scale from strongly disagree to strongly agree. A summary of the overall

viewpoints of the sample for each of the questions is presented in Table 4-3.

Table 4-3. Overall Ratings - Questions 36 to 42

Strongly i Strongly
No. Disge Disagree Neutral Xgree Agree
36. -rhe current training program is intended to fami liarize me with vat Ious aspect of

contracting.
1.3% 1.6/ 8.2/ 68.09% 0

cu he~,rrent tramntn -nrncrrom is bntia oiaiito~ t-erform rrvcx' ntb

0.%5.4% 1.9% - 57 -%1Jo 18.9%_ _
38. The current training programn Is specific enough to help mn, perform my current job.

1. 9% 17.60/ _ I -) 25. 8% c,.. (4%0

39. if usually receive training when I need it.
18.6 2640 16.4% 3 1.j1 %o 7.6%

40. Mv training needs are bet-ter met through alternate training! SOUrces.

5.4%.8 41.0%, 1S.70o.%
4,Oice I have attended a training course, I am- better able to perform my job. I__

0.9K.9%7- 4.4% - 2.. 1% 57.6% 160.0%o
42 Af "er I have ati ended a training course, I am better able to appk the Material

IPresented. --.- I- --
-T 6.3% 1 5.0 15. 10%0

For question 36, 88.9% of the respondents agreed that the training progian-I is

intendcd to familiarize them with various as;pects of contracting. The majority of

respondents for question 37 also agreed that the training program i., benefilcial to their

ability to pk.rtori- ihýklrjobs (76. 1%/). For qiiestion 38, -54.7%.. uI'the respondents

Indicated that they agreed that the program is specific enough. Questioii 39 presented. I
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different picture with 45.0% of the respondents disagreeing with the statement that they

receive training when they need it and only 38.7% agreeing. The majority of the

respondents were neutral (41.0%) for question 40 concerning meeting training needs

through alternate training sources. 73.6% of the respondents agreed with question 41

concerning ability to perform after training. The majority of the respondents (70.1%)

agreed with question 42 about increased ability to apply material.

To summarize, the majority of the respondents agreed that the training program is

i ) intended to familiarize; 2) beneficial to job performance; and 3) provides specific

enough training. Also, the majority of respendents agreed that the individual training

•.ourses better enable them to 1; perform their jobs, and 2) apply the mnaterial presented in

the courses. It is noted that the respondents were neutral concerning the need lor

alternate training sources. Finally, the larger percentage of the respondents disagreed that

they receive training when they need it.

Open-ended questions 1, 2, and 4 were categorized into three response categories:

Certification Program Satisfaction and Importance, Certitication Program Dissatisfaction

and Concerns, and Certification Program and Established Standards. The top live

categories concerning the respondents are listed in Table 4-4.

Table 4-4. 'op Five Categories of Comments and/or Concerns

Ranking # of Responses* Category of Comment and/or Concern
1 28.3% Program is Perceived as Having Value or Worth
2 17.6% Experience Requirements are Too Low
- 17.6% Training Needs and Suggestions _ _

3 15.1% Training Applicability
4 13.8% Importance of Experience
5 13.2% 'Training Availability

4-8



T'he comments and concerns parallel the findings in the close-ended questions. The

overall program was perceived as valuable and meeting respondents' needs. Experience

was noted as the most important component in meeting the goals of APDP. Finally,

comments and concerns on training needs, applicability, and availability are reflectiv "

the responses received on questions 36 through 42

Investigative Question 2: To what degree did level I, level !1, and level II! personrel
believe that the training component of the career development program is

sufficiently meeting the current needs of Air Force contracting personnel?

Survey Questions 13. 15. 36 to 42

The same survey questions used to answer investigatiae question one xerc also

used to answer investigative question two. Investigative question one was a macro-

viewpoint of the training component sufficiency, whereas this investigative question is

the micro-viewpoint of the training component sufficiency by certification levels of

respondents. It was expected that training needs are unique for each level, therefore each

survey question was examined at the different levels. Response rates reflected

throughout this section are in terms of the percentage of respondents within the

applicable certification level, not the entire sample population.

Table 4-5. Sufficiency of Current Training Requirements Within Certificatigt
Levels

Strongly Disagree Disagree Neutral Agree Strongly Agree

Level I 3.6% 15.9% 24.6% 49.3% 6.5%
Level 11 2.1% 20.3% 19.6% 49.0% 9.1% j'
Level HIl 2.6% 25.6% 12.8% 59.0% 0.0%

'rable 4-5 indicates the viewpoints of the personnel do change based upcn

certification levels. The majority of level 1 (55.8%), level I1 (57.89,,6) and level Ill

(59.0%) respondents agree that the current training requirements are sufficient.

However, a higher percentage of level III respondents (28.2%) disagree with the
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sufficiency of the training requirements, compared to level I (19.6%) and level 11 (22.5%)

respondents.

M Level I 0 Level II 0 Level III

1 M80.0%

60.0% _

S40.0%

S20.0% _

2

0.0%
Experience Education Training

Component

Figure 4-2. Certification Requirements - Ranking of Importance Within Levels

Figure 4-2 indicates that certification levels of personnel also provide different

viewpoints. 71.8% of Level Ills rated the experience component as the most important,

with 58.3% of level Ils rating it most important, and 51.5% of the level Is rating it the

most important component. It is noted that the importance of experience increased with

each progressive certification level. The respondents' evaluation fluctuates between the

levels. Level UI respondents rated the training component the most important (110.8%),

with levels Ills being slightly less at 7.7% and level Is responding at 6.7%. The

education component's importance decreased with each progressive certification level.

41.8% of level I respondents rated education as most important, while level lUs responded

at 30.9% and level ms responded at 20.5%.

Questions 36 through 42 were used to target various aspects of training at the

different certification levels. Each question was examined for changing percpptions
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between the certification levels. *rhis evaluation also compares the level analysis to the

overall sample populatiot, analysis presented for investigative question one.

Table 4-6. Responses to Question 36 Within Certification Levels
The current training program is intended to familiarize me with various aspects of contracting.

Strongly Disagree Disagree Neutral Agree Strongly Agree
Level 1 1.5% 1.5% 8.1% 66.9% 22.1%

Level If 0.7% 2. 1% 10.0% 66.4% 20.7%

Level 11 2.6% 0.0% 2.6% 79.5% 15.4%

For question 36, all three levels agreed that the training program is intended to

familiarize them with contracting. Level ](89.0%), level 11 (87.1%), and level ill

(94.9°3), perceptions were close to the rating of the entire sample .,

Table 4-7. Responses to Question 37 Within Certification Levels

The curreat training program is beneficial to my ability to perform my current job.
_ Strongly Disagree Disagree Neutral Agree Strongly Agree

Level 1 0.0% 5.8% 15.2% 59.4% 19.6%
Level II 0.7% 5.0% 21.4% 54,.3% 18.6%

Level Ill 2.6% 5.1%J 15.4% 61.5% 15.4o

Question 37 found consistent responses across the levels agreeing that the current

training is beneficial. Level 1 (79.0%), level 11 (72.9%) and level Il1 (76.9%) agreed that

the current training is beneficial. This was consistent with the sample popu..lation

evaluation of 76.1%.

Table 4-8. Responses to Question 38 Within Certification Levels

•'The cur4ent training program is specific enough to heIp me perform my current job.
Strongly Disagree Disagree Neutral 1Agree Strongly Agree

Level 1 1.4% ! 5.9% 29.7% 44.2% 8. 7%'
Level 11 2.1% 19.3% 23.6% 45.0% 10.0%

Le velI II1k 2.6% 17.90% 20.5% 5 1. 3,% 7.7% ,
I
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Question 38 also found that the three levels were close in agreement concerning if

the training program was specific enough for job performance. Level 1 (52.9%), level II

(55.0%), and level III (59.0%) paralleled the percentage of the sample (54.2%).

Table 4-9. Responses to Question 39 Within Certification Levels

I usually receive training when I need it.

Strongly Disagree Disagree Neutral Agree 1 Strongly Agree

Level I 21.0% 27.5% 21.0% 24.6% 5.8%

Level I1 20.7% 27.1% 15.0% 30.7% 6.4%

Lvel 111 2.6% 20.5% 1 5.1% 56.4% 15.4%

Question 39 found some dispersion amongst the levels. Level 1 (48.5%), !evel 11

(47.90) and leveQ II (23. 0 ,a) disagreed that they' usually receive training ,% hen lhc\ need

it. Level I and 11 figures are consistent with the overall sample t45.0%ý,). Howeve,,r, leNeI

III figures are not. The majority of level III respondents agreed with this question

(71.8%)

Table 4-10. Responses to Question 40 Within Certification Levels
-- My training needs are better met through alternate training sources.

S strongly Disagree Disagree Neutral Agree Strongly Agree

Level ! 4.4% 26.8% 1 44.2% 21 .6% 3.60

Level II 6.6% 27.0% 40.9% 18.2% 713,0

Level Ill 5 .1 51.3% 308% 12.8/% 0.0%

For question 40, level I and 11 respondents within each level were neutral. Level 1

(44.2%) and level ;1 (40.9%) held consistent with the sample (45.0%), whereas level Ill

(30.8%) respondents were not as neutral concening question 40. Level Ills disagreed

(56.4%) that their training needs are better met through alternate sources.
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Table 4-il. Responses to Question 41 Within Certification Levels
Once I have attended a training course. I aw better able to perfonn my job.

Strongly Disagree Disagree Neutral Agree Strongly Agree
Level 1 0.0% 4.3% 18.8% 58.0% 18.8%
Level 11 2.1% 5.0% 20.0% 57.9% 15.0o
Level !11 0.0% 2.6% " 33.3% 56.4% 7.7%

For question 41, level 111 (64.1%) were most consistent with the sample (63.6%)

in agreeing that they are better able to perform their job after they have attended a course.

Level 1 (76.8%) and level 11 (72.9%) had stronger figures agreeing with question 41. The

level Ills had a larger number of respondents who were neutral on this question (33.3%).

Table 4-12. Responses to Question 42 Within Certification Levels

Aller I have attended a training course. I mn able to apply the material presented.
Strongly Disagree. Disagree Neutral Agree Strongly Agree

Level 1 0.0% 5.8% 22.5% 53.6% 18.1%
Level II 0.7% 6.4% 20.7% 57.9% 14.3%

--Levl 1l 0./0% 7.7% 359% 51.3% 5.1 %

Level 1 (71.7%) and level 11, 2.2%) respondents were closest in agreement to the

overall sample (70. 1%) for question 42. 56.4% of the level IlI respondents agreed with

this question, however a large number of the level Ills (3 5 .9 %) were neutrai.

vv It iy~u I 11i.ig UIN %:u Nn Wei~ lVE plVI v IU tout

adequate and consistent with personnel needs for support of the mission and the
development of a professional work force?

Survey Questions 16 to 35, Open-Ended Question 3

Respondents evaluated the current certification training courses on a five point

Likert scale on the basis of strongly disagree to strongly agree. Of the courses evaluated,

a range of 64.3 /% to 100.0% of respondents ranl ing the courses as adequate. The

rankings of the top live courses in terms of adequately meeting the respondents' needs are

listed below in Table 4-13.
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Table 4-13. Top Five Courses Perceived as Most AdL.4uate

Ranking* I Certification Training Course Title

1 Government Contract Law

2 MDAC - Basic
3 Principles of Cost and Pricing

4 MDAC -Advanced

5 Defense Cost and Price AnalysisiNegotiations
*Ranikuas are calculated li'om a weig.hted base of 1741) training classcý attended.

Open--ended question 3 asked respondents to identify the training courses

perceived most and least beneficial. The top five responses for the training courses

perceived as most beneficial are listed in Table 4-14.

Table 4-14. Top Five Training Courses Perceived as Most Beneficial

Ranking # of Responses* Training Course

1 280% Government Contract Law

2 24.4% MDAC - Basic

3 15.6% MDAC- Advanced
3 15.6% Contract Administration - Advanced

4 12.2%. Principies of Contract Pric'ng

5 6. 1% Base Contract Administration
IPercentage% are e.alculated Irtl a blu 'I r42 ie0`Q lsdent

It is noted that similar courses are found in each of the top five listings for both the close-

ended and open-ended questions.

Investigative Question 4: To what extent is the individual's perception of the
importance and/or need for the competency in job performance commensurate with
the proficiency level at which the individual evaluates his/her proficiency?

Survey Questions 43-201)

Survey questions 43 through 200 rated 79 units of instruction, or c6mpetencies.

The competencies were evaluated in two areas I ) the importance to overall job

perlormance and 2) the current level of proficiency. A five point Likert scale was

employed. To evaluate how much the importance and proficiency factors differed, an
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overall ranking of the importance levels was compiled. Graphs and supporting

Cocumentation are in Appendix D.

The top 10 competencies, ranked by importance, are displayed in Table 4-15.

Tli. bottom 10 competencies, ranked by importance are displayed in Table 4-16.

Table 4-15. Top Ten Competencies by Importance

Ranking Value Unit of Instruction (Competency)
1 88.5% Contract Modifications

2 87.8% Competition Requirements
3 87.5% Statements of Work
4 85.7% Ethics/Standards of Conduct

-5 . 85.3% Conducting Negotiations
6 84.80o Solicitation Preparation
7 84.6% Specifications

8 83.1% Responsiveness
9 82.8% (Negotiation Strategy -

82.6% Method of Procurement

Tabie 4-16. Botton. Ten Competencies by Importance

Ranking Value - Unit of Instruction (Competency)

1 3 1. 1 % Letter Contracts
2 28.3% Lease vs. Purchase
3 26.0% Need for Bonds

4 25.6% Unsolicited Proposals -

5 22.8% Forecasting Requirements

6 21.7% Bonds
7 2 1 .4% Collecting Contractor Debts
8 19.6% Market Research

9 18.1% Contract Financing
10 17.0% Accounting and Estimating Systems

Correlation analysis was performed on the '9 competencies to delermtne the

degree of correlation between the individual's perception of the competency's importance

and the individual's proficiency level. An examination for upward trends in the

correlation values for each of thi: certification levels was then performed An upward
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trend was anticipated by the research team because, for each certification level, as the

importance of competency rises, so should the proficiency level. Therefore, the gap

between importance and proficiency should collapse or close as personnel progress from

level I through level 111. 18 competencies which did not reflect an upward trend are

listed in Table 4-17. Competencies with p >.05 and/or r < or = to .39 were determined

not to be correlated. Correlations in bold represent those competencies that are not

correlated. Competencies which are not correlated provide that respondents perceive a

large difference between the perceived importance of the competency and their perceived

proficiency for that competency. Appendix D includes the listing of other competencies

x-hich arc not correlated based on the statcd p and r \alucs.

Table 4-17. Competencies Without Upward Trend From Level I to Level III

Unit of Instruction (Competency) Level Level i1 Level III
Acquisition Planning 0.i9 .24. I.1G

Market Research 0.50 0.48 0.45

Statements of Work 0.44 0.40 0.59
Services Contractinii Issues 053 0.71 (J47
Set-Asides 0.33 (1.51 0.40
8(a)Procurements 0.35 0.51 0.32
"Fechnical Evaluation Factors 0.28 0.48 0.30
ProcurementiSource Selection Plans 0.33 1.59 0.31

cc to of.. Co...." ra-t TA,', 0.31 OA4 0t.-37
Processing Bids 0.43 0.61 0,53
Late Bids 0.43 0,59 0.41
Bid Pnices 0.45 0.61 0.46
Responsiveness 0.43 0.63 0.59
Cost and Pricing Data 0.28 0.44 0.34
Audits 0.09 0.42 0.37
Property 0.35 0.46 0.39
Collecting Contractor Debts 0.10 0.45 0. 39
Progress/Advance Pavments 0.42 0.39 0.59
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Summary

This chapter has provided the results of this research effort in support of

determining the sufficiency of profiessional training of AF contracting personnel. The

data reflects that some discrepancies do exist in how AF contracting personnel perceive

the certification program, particularly the training component. Chapter 5 will provide

the conclusions and recommendations pertaining to these areas.
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V. Conclusions and Recommendations

Chapter Overview

The following section provides the conclusions and recommendations drawn from

this effort, study limitations, and suggestions for further study. As the DOD continues to

downsize, more and more emphasis has been placed on getting the most from every

dollar committed in the acquisition arena. The current career development program

strives to establish an elite group of career professionals who are capable of satisltiig the

mission with the most effective and efficient use of resources. Training i,• x ital to the

success of this program. This research effort has provided the perceptions. attitudes. and

beliefs of the Air Force contracting work force concerning the current training and how

SUMt1i1ficiniy It is U Suring hati the Air Force has a mission ready protessionai contracting

work force.

Conclusions and Recommendations

Investigative Question I. To what extent was the training component of the career
development program sufficiently meeting the current needs of AF contracting
personnel7

Conclusion I. Even though the training requirements were viewed as suff.ciently

ensuring that the Air Force has a mission ready professional contracting work force by

slightly more than half of the respondents, they were ranked as the most important

component by the fewest number of respondents. This indicates that while over half of

the respondents viewed the training requirements as sufficient, training is not viewred as

the most important component to ensuring the AF has a mission ready prolessional

contracting work force.
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Experience was ranked as the most important component by more than half of the

respondents. However, less than half of the respondents perceived expenence as

sufficient. This indicates that the respondents perceive experience as the most important

component to ensuring the AF has a mission ready professional contracting work force.

but do not believe that the experience requirements are sufficient.

Recommendation. Increase Experience Requirements. An individual can now

progress to a level III certification in half the time of the past AF program requirements.

This could be detrimertal to the contracting career field which relies on the experience

quotient for job performance. in addition, a person progresses through the training

courses at a more rapid pace. This ina% seeerel, impact the training program'.,

applicability, availability, and timeliness.

Conclusion 2. Respondents indicated strong agreement concerning the role of

the training program to familiarize them with various aspects of contracting. Thcre was

also a strong percentage of agreement indicating that the training is beneficial to job

performance and ability to apply matenal presented in the courses. However.

respondents indicate a need for instruction beyond familiarization because only half of

the respondents noted that the training is specific enough. This implies that while the

courses are being taught at a familiarization level, more specific topics are needed. If'
more specific topics were incorporated into the courses, job performance and ability to

apply the material could be expected to increase. However, this is only true if the person

uses this topic for job perfromance.

Almost half of the respondents indicated that they do not receive training when

they need it. However, over one-third agreed that they do receive it when they need it.

This indicates a need to establish a better way to monitor progression throughout the

program and ensure that the courses are 1) available, 2) taken at the right time lor career
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progression and 3) targeting the appropriate audiences based on appiicable functions ( i.e.

base-level versus s-ystems-level).

Recommendations.

I. Focus Courses to Better Meet Needs of Personnel. Incorporate more

specific topics into the current course structures. Utilize sonmc of the training suggestions

and topics identitied in this study to begin to isolate potential areas for inclusion into the

courses. Additionally, ensure that courses are targeting a well-rounded audience With

specific funrctional contracting concerns.

2. Develop Formal On-the-Job-Training (OJT) Programs. Speciticitv

and applicability of training lhas been identified as a key area for concern N\Wiii tile

training program. As such, a more fýonnalized OJT progiramn should be developed. OJT

programs can be tailored to the more specific needs at the unit. It will help ensure that

the work force has a demonstration phase for the skills and knowledge which they have

learned from the Professional Continuing Education (PCE) courses. This program could

be easily tailored to meet individual needs in training topics, progression rate, etc.

3. Establish Career Development Progression Management

Information System (MIS). Determiine and establish an on-line svstcm %vhN:h- provides

1) recommended time frames for nropre-inn throughout tr fnigo program 2ac'r ti

training monitors to input actual needs for training slots, and 3) capability of training

monitors to monitor each individual's career plan. To augment this -MIS, establish a

model career plan to -rrovide an example for ideal career progression for the contracting

work torce.
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Investigative Question 2. To what degree did level I, level 11, and level III personnel
believe that the training component of the career development program is
sufficiently meeting the current needs of AF contracting personnel?

Conclusion I. As the certification level increased, the training requirements were

ranked as sufficient with small increasing percentages of respondents from level I to level

111. The ranking of the importance of the training componeni was the lowest of the three

components for all certification levels. The viewpoints of the level I to Ill respondents

are consistent with the overall population.

The experience requirement has a decreasing rating of sufficiency from level I to

Ill. The largest difference in perception of the experience requirements was noted froma

the level il to the level Ill perspective. The maiority oF level Ill's disagreed that the

experience requirements are adequate. In addition, the importance of the experience

comnonent increased from level I to Ill. 'hcse findings were consistent with the sample

population in indicating that while the expenrince component is the most important, it is

not sufficient- Level Ill.'s hold the strongest perception of the discrepancy between

sufficiency and importance of the experience component

Conclusion 2. Level Ill respondents consistently held the most different

perceptions concerning training. First, the majority of level Ill's agreed that they receive

training when they need it. [his was not true wvzth level l's and 11's. Additionally, over

half of'level Ill's disagreed that thcir training needs are better met through alternate

sources. The majority of level l's and 1l's were neutral. Level Ill respondents were also

lowest in agreement that after training 1) they are beitter able to perform their jobs and 2)

are able to apply the material. However, level Ill's were also the group with the most

re-spondents agreeing that the program is specific enougth.

Recommendation. Basic, Intermediate, and Advanced Courses. Although

some course structures already exist in this irnmat, courses should bc tailored to the three
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lcvelF to meet the progression of needs of the individual. Course structure should be

guided by the needs identified by the respondents in the survey concerning specificity,

applicability, timeliness, etc.

Investigative Question 3. What types of training courses were perceived to be
adequate and consistent with personnel needs for support of the mission and the
development of a professional work force?

Conclusion. The various training courses were rated well - with a range of

64.3% to 100.0% - indicating that the courses are perceived as overall adequate. The

le\ el I and 1i courses x-ere consistentlx rated the hiThe st in adequacKx I cxcl Ill cou.•rý,cs,

did not get a high number of adequate ratings. This is consistent vith the vie\points of0

level Hi's on training, since level Ill's identified the most inconsistencies with training.

Ratings indicate that all courses are perceived to provide benefit to the individual and the

program. The courses rated most beneficial paralleled the courses rated most adequate.

Colnment5 indicate that the number one reason why the courses were perceived as most

bcneficial was the courses' applicability to the job.

Recommendation. Evaluate Level IIl Courses. The level II courses wvere not

ianked as inadequate, however, none of the courses were ranked in the top five of the

courses peýrceived as the most beneficial. Additionally, the leel III respondents

indicated a problem might exist within the training courses in that the level Ill's did not

perceive certain aspects of the training program similar to level I and i1 respondents. As

such, a review of the currency and applicability of the level II courses should be

performed.
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Investigative Question 4. To what extent is the individual's perception of the
importance and/or need for the competency in job performance commensurate with
the proficiency !evel at which the individual evaluties his/her proficiency?

Conclusion. Differences in perceptions of competency importance and

competency proficiency exist. Of the competencies rated the most and least important, a

range of 38.9.% to 88.5% was noted. Only five competencies were rated with less than a

50.0% importance rating.

Certain competencies are identified for potential review based on two types of

analysis 1) trend analysis and 2)correlational analysis. 18 competencies were identified

on the basis that they did not display the expected upward trend for correlational values

from level I to level Ill. Various competencies were identified for each cerlification

level on the basis that the correlational values indicated that the competency importance

and proficiency were not correlated. This listing can be viewed in Appendix D.

Recommendations.

i. Establish Comprehensive and Continuous Review of ('ompetencies.

Respond to the need for further eva!uation of those competencies identified in this study.

Currency of topics is vital to meeting the challenges of the defense acquisition sv,4em of

tomorrow. Therefoie, establish i permanent board to review the topics quarterly. Within

this bouid, ubialb l.lbh ull di r. o 1 [ I-Iti LI .I t .. 1-•l llU- -1:1,L ( :U- ttltn,-,A, Jj111

commanders, deputies, etc.) to be able to pursue a total quality management bottom-up

review approach and funnel suggestions for potential units of instruction.

2. Validate Needed Proficiency Levels. While this study only sought to

identify competencies for further review, there is a need to establish some sort of

proficiency baseline - how proficient must the individual realistically be to perform

within the established level. The goals lbr the proliciency levels which arc cstablishcd

for the courses may or may not be attainable within cuirent training program.
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Study Limitations

Various study limitations were noted in this research effort. Most of the

limitations were recognized prior to conducting the research.

First, a convenience sample was employed. The distribution of personnel

attending the PCE courses was expected to produce a distribution of personnel similar to

the relevant population. Because the attendance was predetermined, the demographic

make-up of the courses was difficult to control. The survey statistics presented in

Chapter 4 indicate this caused the civilian and level 11 sample population to be under

sampled.

Ncx., the individuals attending the courses man or may not hasc becn the nio.t

appropriate to survey, since participants were receiving training and therelore more

acutely aware of their ideas and perceptioms on training. This limitation may apply more

to the new personnel of the contracting work force - since their knowledge base

concerning the contracting career field and the career development program may be

limited. However, perceptions of the entry-level respondents could not be ignored

because a training piogram must target all personnel - from those having no experience

to those having extensive experience.

A third limitation was that the survey instrument was lernghy As a r,.-.I, .•nint

interest may have been lost for those items toward the end of the survey instrument. This

may have caused some leveling of answers by respondents.

Another limitation to this study was that the participants were limited to AF

contracting personnel. Although DOD career program requirements are standardized,

some service-unique philosophies may be prevalent which this effort cannot identify.

The final study limitation was a self-rating problem lor survey questions 43

through 200. Respondents wtre asked to rate how important and how proficient they
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were for certain competencies. The potential for over-inflated ratings for each individual

was high, since human nature is to inflate self-ratings.

Suggestions for Further Study

Many potential areas for future research were identified. This research was the

first in the career development program arena and has spawned numerous areas for

further review.

Administer Survey Instrument to Contracting Policy-Making Personnel.

Administering the current survey instrument to policy making personnel would provide a

basis for comparison between those making the contracting policies and those \\orking

within the policies established. Comparison of the two data bases could provide a

baseline to identify commonalties and discrepancies between the two groups.

Focus on Competency Evaluation. ' he competencies in this effort were

reviewed only to identify those competencies which have need for further review. A

need exists to establish a baseline for required competency proficiency for each

certification level. This would enable an instrument to be drafted to determine if the

competency importance perceived by the individual and the established, required

proficiency levels of the competencies were congruent. This evaluation is vital because

of the key role competencies play in the whole training process. Competencics are the

building blocks by which the training courses evolve to include the topics and ultimately

the course structure and the training program in general.

Survey Other Serices. While this study can be generalized across DOD, certain

service-unique philosophies may impact training, and the career program as a whole. A

survey targeting other services to determine to what degree their training needs are being

met would allow for better comparison.
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Evsluatijn of Other Program Components - Experience and Education. This

research only d,;..rrn i ied the extent to which the training program is sufficiently meeting

the needs of AF cointracting personnel. The findings indicate that the respondents

perceive experience and education as more important than training in developing the

work force. As such, experience and education should be addressed individually in a

study to determine to what extent education and experience requirements are meeting the

needs of AF personnel in ensuring the AF has a mission ready professional work force.

Target Public and Private Sector with a Survey Instrument t.o Determine

Differences in Training Programs. A survey instrument could be placed in a

professional magazine or journal - i.e. NAwoinal/ ("unl'ac' [ltngcnttl. I.v.w'uun,

magazine - which would reach both audiences. The survey would try to identi] , what

current training programs are available - formal and iformal - and determine the

alternatives for training and how effective these alternatives are perceived. This would

be a good starting point for establishing new types of training and/or reintbrcing the

training which is already in place.
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Appendix A: Survey Instrument

"The following pages display the survey instrument as it was presented to the

survey participants.
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IDEPARTMENT OF THE AIR FORCE
WASHINGTON DC

OFFICE OF THE ASSISTANT SECRER Qý

SAPR 1994

MEMORANDUM FOR CONTPACTNG COURSE ATTENDEE

SUBJECT: Training Survey

A comprehensive and responsive raming program is vital to ensure that Afr Force
contracting personnel are ready to meet the acquisition challenges of today and tomorrow.
As such, the evaluation and update of the conzracting training program is an evolutionary
process in pursuit of the development of a professional work force capable of successfully
fulfilling our mission.

The attached survey seeks your opinions and experiences with the current training
prograrn. The results will aid the Air Force Institute of Technology in their research and
will also be provided to functional managers throughout the Air Force and the Department
of Defense. Although your input is strictly voluntary. I strongly urge your participation in
this research process. This is your opportunity to express your concems and ideas for the
future train ig agendas of the contracting community. Your opinions and experiences are
important to us. I thank you in advance for your time and comments.

ROBERT W. DREWES. Brig Gen. USAF
Dcpu-,... Asz;.=, S.-cm.. - -~.,'n Contra-'n'sn

Assistant Secretary (Acquisition)

Attachment
Survey
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Survey Instructions:

Purpose: The purpose of this survey is to help identity strengths and weaknesses in the training
program for Air Force contracting personnel. This survey is being conducted by Air Force
Institute of Technology graduate students and is sponsored b) the Air Force Program Executive
Office for Career Management at the Pentagon. This survey will be used to identil4 areas of
training which need improvement. The ultimate goal is to ensure th:.I the spezific training needs
of Air Force contracting persoimel are met.

Anonymity: Each survey is assigned a coded number for administi.;Jo C purposes only. Your
name will not be used or associated with this survey in any manner

Results: The results of this research will be published in an AFrF thesis in September 1994 and
the final report will be permanently stored with the Defense Technical Information Center (DTIC).
As a participant in this survey, you will have an opportunity to obtain a summary of the findings
and conclusions. Your instructor will make available a sign-up shccý for you to indicate your
desire to receive a summary.

Instructions:

1. Use only a number 2 pencil on the answer sheet.

2. DO NOT put your name on the survey or the answer sheet.

3. Please answer every item.

4. Answer all items according to your initial reaction. Please do not change your response to
previous items based on information presented in later items.

5. Some items ask for your opinion. There are no right or wrong opinions. We want to know
how you view your training needs.

6. Additional instructions are provided in the survey where needed.

7. This survey has been designed to take approximately 30 to 40 minutes, Do not spend too
much time on any particular question.

8. Once you have completed this survey, return it together with your answer sheet to the
instructor.

Privacy Act Statcment
In aocondancc wth AFR 12-35, parn 30, thr thlowmng minfmatuin is providl as r.Nutrd by the Pnvaqy Act of 1974

a Authority 5 USC 30 l. •Lprtinmenul Reguautonrs. and/ot 10 USC 8012, ZSe"rtary ofithe Air Forc Iow.rs.
Duies. [ule•ntion by Compensation.
b lh-incipsil lirplse. To s'ample Air Force contracting personnel opinlon:s and atinudCs conceming training
c Routine I JNs-, lo pwsidc dt ait- part ofla Ail I Ihelsis :;iuJv
d I'i•uci•lpIIIon 111 (h11, It•rL , I", w ltuniar% and reglimdcint; %%ill ino( Iv idcintili l No ;aid lsc e aclitioii o ;il kind IIa%

bhe taken aga inst :san mdiditidndal %,ho elcci. not I,, I jnllatc in any or all [pias ol tIis swxt•.
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PART 1: Demographics - Please mark all your responses directly on the survey as
lJwell as on the answer sheet.

Current Rank or Grade and Series: Indicate your current rank or grade. Answer only
one question of the three choices provided. Please be careful when indicating your
response on the computerized answer sheet provided. Skip the questions that do not
apply-

1. Officer (64Px) 2. Enlisted (6COxx) 3. Civilian (1102)

1. 0-1 1. E-I to E-3 1. GS-5 or GS-7
2. 0-2 2. E-4 2. GS-9
3. 0-3 3. E-5 3. GS-I1
4. 0-4 4. E-6 4. GS-12
5 0-5 5. 13-7 5. GS.GM--I
6. 0-6 6. E-8 6. GS&GM-14----

7. E-9 7. GSGM -15

4;. Eduati0on: Indicate the highest level of education obtained.

1. High School Degree 5. Masters Degree
2. Some College 6. Masters Degree Plus
3. Associates Degree 7. Ph.D
4. Bachelors Degree

5. Experience: Indicate the number of years of~contractini experience you have
obtained. (This may be a combined total for individuals with both military and civilian
experience.)

I. Less than 1 year of experience 5. It - 15 years of experience
2. .1 - 2 years of experience 6. 16 - 20 year of experience
3. 3 - 4 years of experience 7. More than 20 years of
4. 5 - 10 years of experience experience

A-4



6. Supervisory Experience: Indicate the amount of supervisory experience you have
obtained. •a,.J

I . No supervisory experience
2. Less than one year supervisory experience
3. 1 - 2 years of supervisory experience
4. 3 - 4 years of supervisory experience
5. 5 - 10 years of supervisory experience
6. 11 - 15 years of supervisory experience
7. More than 15 years of supervisory experience

17. Executive/Manage'ment Experien. e: Answer Yes or No.

1. No - I have not held a position of executive responsibility such as
Commander, Deputy Commander, Director or other equivaicnt
position.

2. Yes - I have held or am currently holding a position of executive
responsibility such as Squadron Commander, Deputy Commander,
Director or other equivalent responsible position.

8. Pre ob Title: Indicate your present job title.

1. Contract Negotiator 5. Contract Price and/or Cost Analyst
2. Contract Specialist 6. Contracting Officer (ACO, TCO. etc-
3. Contract Administrator 7. Other. Please indicate position title:
4. Procurement Analyst

I".o7.%ULtiaItig %_i-iiCaIlfUl hiduitCatL tile appropiarte ievei o0 certification officiaiiy
obtained. If you will receive a certification upon completion of the tiaining class you are
currently taking, please check that level.

I No Certification 3. Level 11 Certification Received.
2. Level I Certification Received 4. Level III Certification Received.

10. Type of Contracting Function Assigned To: Indicate the appropriate contracting

function currently assigned to:

1. Systems Acquisition 5. Contract Administration Organization
2. Operational 6. Training
3. Specialized 7. Other: Please indicate function.
4. Headquarters
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.-Part 1I The Certification Program

Background: To improve the management and professionalism of the acquisition
workforce, the Defense Acquisition Workforce Improvement Act (DAWIA) of 1990 was
enacted. *The Air Force, in an effort to ensure complete mission ready support, initiated
the Acquisition Professional Development Program (APDP) to implement DAWIA
requirements. APDP established a certification program for all acquisition personnel,
specifying minimum education, experience and training standards required to become
certified and hold positions at each certification level. This program has now been
adopted throughout the Department of Defense (DOD). The following table outlines the
mandatory certification requirements, applicable to all DOD acquisition employees.

Professional Certification Requirements
Contracting

Level Experience Trainina Education
I 1 year - Contracting Fundamentals Degree or

- Contract Pricing 24 hours of business

I! •.7 2 ye..s. ,ovenme, t Law Same as Leve! I
-Intermediate Contract Pricing
- Intermediate Contracting Course

in Primary Assignment

111 4- years - Executive Contracting Sarne as l.evel I
- Executive Contracting Course

in Pnmary Assignment

Iiease answer the followinri auestions about the Air Force APDP and requirements as ii
identified above. Responses for questions I I through 14 should be based on the
following scale.

Strongly Strongly
Disagree Disagree Neutral Agree Agree

1 2 3 4 5

11. The current certification requirements are sufficient to ensure
that the Air Force has a mission ready professional contracting
workforce that can provide effective customer suppoit ......... 1 2 3 4 5

12. The current experience requirements are sufficient to ensure
that the Air Force has a mission ready professional contracting .-
workforce that can provide effective customer support... .. I 2 3 4 _5
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13. The current training requirements are sufficient to ensure that the
Air Force has a mission ready professional contracting workforce
that can provide effective customer support .................. 1 2 3 4 5

14. The current education requirements are sufficient to ensure that
the Air Force has a mission ready professional contracting
work force that can provide effective customer support ......... 1 2 3' 4 5

15. Select which of the three requirements, experience, training or education, you
think is most important to ensure that the Air Force has a mission ready
professional contracting workforce that can provide effective customer support.

1. Experience
2. Training
3. Education

How do you view the certification program?

Is there anything additional that you would like to add pertaining to the certification
program and its relationship to a mission ready professional workforce.
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Part III: The Mandatory Training Program

Background: As part of the certification program, certain training courses are required
at each of the three levels. The primary goal of training is to ensure the development ol'a
professional, mission oriented, contracting workforce. Although some individuals may
have met their mandatory training requirements through an equivalent college program or
equivalency examination, the focus of this section is the DOD training classes. l'eaxse
note that thefi'lowing cla.sses are listed by their current training title and you mayi know
the course by a slightly difierent title. Ifjuirther assistance is needed, please rejer to the
last page of'this survey jbr a more detailed listing.

Rate the OVERALL adequacy of the training material presented as it pertains to your
ability to perform your current job. (DO NOT RATE THE INSTRUCTOR OR
QUALITY OF PRESENTATION. ONLY THE GENERALI MATERIAl. THAT
WAS PRESENTED AND ITS APPLICABILITY TO YOUtR JOB.) Rate ALL the
courses you have taken regardless of the mandatory requirements.

Highly lHighly Have Not
Inadequate Inadequate Borderline Adequate Adequate I Attended

1 4 6

L.evel I Current DOD Training Courses Available

16. Management of Defense Acquisition Contracts - Basic..... I 2 3 4 5 6
17. Central Systems Level Contracting ..................... i 2 3 4 5 6
18. Operational Level Contracting ........................ 1 2 3 4 5 6
19. Construction Contracting Fundamentals ................ 1 2 3 4 5 6
20. Principles of Contract Pricing ......................... 1 2 3 4 5 6
21, Baselevel Priein 51...... . 1 2 3 4 5 6

22. Defense Cost & Price Analysis/Negotiation .............. 1 2 3 4 5 6

-Level 2 Current DOD Training Courses Available

23. Government Contract Law ........................ 2 3 4 5 6
24. Intermediate Pricing ................................. 1 2 3 4 5 6
25. Management of Defense Acquisition Contracts - Advanced. 1 2 3 4 5 6
26. Advanced Contract Administration ..................... 1 2 3 4 5 6
27. Base Contract Administration ......................... 1 2 3 4 5 6
28. Advanced Contract Management - Construction .......... 1 2 3 4 5 6
29. Overhead: Contract O-verhead Management ............. 1 2 3 4 5 6
30. Cost Accounting Standards Workshop ................. 1 2 3 4 5 6
31. Defense Coniracting for Information Resources ........... 1 2 3 4 5 6
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Level 3 Current DOD Training Courses Available
32. Executive Contracting ............................... 1 2 3 4 5 I 6
33. Management of Defense Acquisition Contracts - Executive... 1 2 3 4 5 1 6
34. Executive Contact Administration ...................... 1 2 3 4 5 ( 6
35. Executive Cost and Pnce Analysis ...................... 1 2 3 4 5 J 6

Please answer the following questions about the mandatory training requirements
identified ,n the previous page. All questions should be based on the following scale.

Strongly Strongly
Disagree Disagree Neutral Agree Agree

1 2 3 4 5

36. The current training program is intended to familiarize me with
various aspects of contractirg......................... 1 2 3 4 5

37. The current training program is beneficial to my ability to perforn
m y current job .......................................... 1 2 3 4 5

38. The current training program is specific enough to help me perform
my currentjob ......................................... 1 2 3 4 5

39. 1 usually receive training when I need it .......... ........... 1 2 3 4 5

40. My training needs are better met through alternate training sources. 1 2 3 4 5

41. Once I have attended a training course, I am better able to
perlbrm m y job ......................................... 1 2 3 4 5

42. After I have attend a training course, I am able to apply the matenal
presented . ... .. . .. . .... ....... ..... .. . . ........ . ... ... . I 2 3 4 5

What training class or classes, either mandatory or non-mandatory, have you attended
that you thought were most or least beneficial to you in the performance of your job.
Also, indicate why the classes were most or least beneficial.

Most: Least:

Is there anything additional that you would like to add pertaining to the training portion
of t1,e certification program or about training in general
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IPart IV Needs Analysis

Background: The followring 79 units of instruction have been identified by the Defense
Contracting Career Management Board and faculty members of Defense schools as the
basis for mandatoiy cun-iculum for DOD contract specialists.

For each if the following areas of instnrction please make two judgments. First rate the
importance of each training objective as it applies to your overall ability to perform your
job by circling a number frota 1 to 5 (1 = very unimportant; 2 = not important; 3 = so-so;
4 = important; 5 = very important.) Second, indicate your current level of proficiency in
each area (1 = no experience; 2 = not proficient; 3 = somewhat proficient; 4 = rather
proficient; 5 = highly proficient).

Importance Proficiency
Imponance to overall How well I can pertbrm
ability to perform job. or demonstrate this

abilitv

z

P-
> _ z --.-

Determining the Need & Initiating the Acquisition
Forecasting Requirements 43. 1 2 3 4 5 44. 1 2 3 4 5
Acquisition Planning 45. 1 2 3 4 5 46. 1 2 3 4 5
Purchase Requests 47. 1 2 3 4 5 48. 1 2 3 4 5
Funding Process 49. 1 2 3 4 5 50. 1 2 3 4 5
Market Research 51. 1 2 3 4 5 52. 1 2 3 4 5

Analvzinp the Requirement and Determinin2 the Extent of Competition
Specifications 53. 1 2 3 4 5 54. 1 2 3 4 5
Statements of Work 55. 1 2 3 4 5 56. 1 2 3 4 5
Services Contracting Issues 57. 1 2 3 4 5 58. 1 2 3 4 5
Sources o7 Supply/Services 59. 1 2 3 4 5 60. 1 2 3 4 5
Set-Asides 61. 1 2 3 4 5 62. 1 2 3 4 5
8(a) Procurements 63. 1 2 3 4 5 64. 1 2 3 4 5
Competition Requirements 65. 1 2 3 4 5 66. 1 2 3 4 5
Unsolicited Proposal 67. 1 2 3 4 5 68. 1 2 3 4 5
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Source Selection Planning
Lease Vs. Purchase 69. 1 2 3 4 5 70. 1 2 3 4 5
Price Related Factors 71. 1 2 3 4 5 72. 1 2 3 4 5
Technical Evaluation Factors 73. 1 2 3 4 5 '74. 1 2 3 4 5
Method of Procurement 75. 1 2 3 4 5 76. 1 2 3 4 5
Procurement/Source Selection Plans 77. 1 2 3 4 5 78. 1 2 3 4 5

Settin2 Terms and Conditions for the Solicitation
Selection of Contract Type 79. 1 2 3 4 5 80. I 2 3 4 5
LetterContracts 81. 1 2 3 4 5 82. 1 2 3 4 5
ContractFinar.cing 83. 1 2 3 4 5 84. 1 2 3 4 5
Govnt Property & Supply Sources 85. 1 2 3 4 5 86. 1 2 3 4 5
Need for Bonds 87. 1 2 3 4 5 88. 1 2 3 4 5
Solicitation Preparation (IFBs/RFPs) 89. 1 2 3 4 5 90. 1 2 3 4 5
Publicizing Proposed Procurements 91. 1 2 3 4 5 92. 1 2 3 4 5
Preaw, dInquiries 93. 1 2 3 4 5 94. 1 2 3 4 5
PrebidiPreproposal Conferences 95. i 2 3 4 5 96. I 2 3 4 5
Amending Solicitations 97. 1 2 3 4 5 98. 1 2 3 4 5
Canceling Solicitations (IFBsiRFPs) 99. 1 2 3 4 5 100. 1 2 3 4 5

Evaiunting .i9ds and Proposals
Processing Bids 101. 1 2 3 4 5 102. 1 2 3 4 5
Bid Acceptance Periods 103. 1 2 3 4 5 104. 1 2 3 4 5
Late Bids 105. 1 2 3 4 5 106. ! 2 3 4 5
Bid Prices 107. 1 2 3 4 5 108. 1 2 3 4 5
Respor.iveness 109. 1 2 3 4 5 110. I 2 3 4 5
ProcessingPr,-pals 111. 1 2 3 4 5 112. 1 2 3 4 5
Techiical EvaluatiGns 113. 1 2 3 4 5 114. I 2 3 4 5
PriceObjectivcs 115. 1 2 3 4 5 116. 1 2 3 4 5
Cost and Pricing Data 11'7. 1 2 3 4 5 118. 1 2 3 4 5
Audits 119. 1 2 3 4 5 120. 1 2 3 4 5
Cost Analysis 121. 1 2 3 4 5 122. 1 2 3 4 5
Evaluating Other Terms&Condttions 123. 1 2 3 4 5 124. 1 2 3 4 5
Competitive Range 125. 1 2 3 4 5 126. 1 2 3 4 5

Discussin Pregosals and Executin, Awards/Protests and Fraud
Fact-firnding 127. 1 2 3 4 5 128. 1 2 3 4 5
Negotiation Strategy 129 1 2 3 4 5 130. 1 2 3 4 5
Conducting Negotiations 131. 1 2 3 4 5 132. 1 2 3 4 5
Mistakes in Bids/Proposals 133. 1 2 3 4 5 134. 1 2 3 4 5
Responsibility 135. 1 2 3 4 5 136. 1 2 3 4 5
Subcon(racting Requirements 137. 1 2 3 4 5 138. 1 2 3 4 5
Preparing Awards 139. 1 2 3 4 5 140. 1 2 3 4 5
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Awards 141. 1 2 3 4 5 142 1 2 3 4 5
Debriefing 143. 1 2 3 4 5 144. 1 2 3 4 5
Protests 145. 1 2 3 4 5 146. 1 2 3 4 5
Fraud and Exclusion 147. 1 2 3 4 5 148. 1 2 3 4 5

Initiating. Work Under the Contract and Quality Assurance
Contract Administration Planning 149. 1 2 3 4 5 150. 1 2 3 4 5
Post-Award Orientations 151. 1 2 3 4 5 152. 1 2 3 4 5
Ordering Against Contracts 153. 1 2 3 4 5 154. 1 2 3 4 5
Consent to Subcontract 155. 1 2 3 4 5 156.1 2 3 4 5
Monitoring, Inspection & Acceptance 157. 1 2 3 4 5 158 1 2 3 4 5
Delays 159. 1 2 3 4 5 160.1 2 3 4 5
Stop Work 161. 1 2 3 4 5 162.1 2 3 4 5
Remedies 163. 1 2 3 4 5 164.1 2 3 4 5
Property 165. 1 2 3 4 5 166.1 2 3 4 5
Reporting Performance Problems 167, 1 2 3 4 5 168. 1 "2 3 4 5

Payments and Accounting
Limitation of Costs 169. 1 2 3 4 5 170. 1 2 3 4 5
Invoices 171. 1 2 3 4 5 172.1 2 3 4 5

~~' 3 A. C ~ 4 1Unaiiowabie Costs 7I3. 1 2 3 4 5 1 'At It -r

Assignment of Claims 175. 1 2 3 4 5 176. 1 2 3 4 5
Collecting Contractor Debts 177. 1 2 3 4 5 178. 1 2 3 4 5
Progress/Advan;e Payments 179. 1 2 3 4 5 180. 1 2 3 4 5
Price and Fee Adjustments 181. 1 2 3 4 5 182. 1 2 3 4 5
Accounting and Estimating Systems 183. 1 2 3 4 5 184. 1 2 3 4 5
Cost Accounting Standards 185. 1 2 3 4 5 186. 1 2 3 4 5
Defective Pricing 187. 1 2 3 4 5 188.1 2 3 4 5

Miscellaneous
Contract Close-outs 189. 1 2 3 4 5 190. 1 2 3 4 5
Contract Modifications/Options 191. 1 2 3 4 5 192. 1 2 3 4 5
Terminations 193. 1 2 3 4 5 194.1 2 3 4 5
Bonds 195. 1 2 3 4 5 196.1 2 3 4 5
Claims 197. 1 2 3 4 5 198,1 2 3 4 5
Ethi's/Standards of Conduct 199. 1 2 3 4 5 200. 1 2 3 4 5

What additional areas of instruction do you think need to be added or deleted'?

Added: Delete:
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Contracting Training Course Requirements

The following list summarizes the mandatory course requirements in the contracting career field by level a _
outlined in DoD 5000.52M, Career Development Prograr for Acqtfsition Personncl. Each training
requirement is listed by its primary title as assigned by the Defense Acquisitlon University with equivalent
DOD course offerings listed directly below. This list is not intended to be all inclusive. Training
requirements may also be met through an equivalent college program or equivalency examination.

I Le el I - Mandatory. Complett. two basic courseq in contracting. One course in contracting
, principles and one in contract pricing principles. __,

Contracting Fundamentals
Management of Defense Acquisition Contracts-Basic (8D--4320)
Central Systems Level Con-racting (G30BR6531-010)
Operational Level Cont':actng
Construction Contracting Fuv'damentals (CTC- 142)

Contract Pricing
Principles of Contract Pricing (QMT-170)
Base Level Pricing (G30ZR6534-009)
Defense Cost & Price Analysi sNcgottiation- VN

[Level 2 -Mandatory. Complete three intermediate course. One course in contract law, one course in
=nterrn'!iate contract pricing principles and one intermediate course in your primary assignment.

Government Contract Law
Government Contract Law (PPM 302)
Government Contract Law-Construction (CTC-302)
Government Contract Law (G30ZR6534-007)

Intermediate Contract Pricing (Mandatory I Oct 94)
Intermediate Pricing (QMT-340)

Intermediate Contracting Course by Primary Assignment
Management of Defense Acquisition Contracts-Advanced (8D-F 12)
Contract Administration-Advanced (PPM 304)
Base Contract /-dministration (G3ZAR65170-002)
Advanced Contract Management-Construction (CTC-542)
Contract Overhead Manavement (PPM-ISS)
Cost Accounting Standards Worksl-op (ALMC-CE)
Defense Contracting tbr Information Resources

Level 3 - Mandatory. Complete two executive level courses. One course in executive contracting and
one executive course in your primary assignment._________

Executive Contracting
Defense Acquisition Contracting Executive Seminar-ER

Executive Contracting Course by Primary Assignment
Management of Defense Acquisition Contracts-Executive (ALMC-B5)
Contract Administration-Executive (PPM-05 7)
Executive Cost and Price Analysis (QMT-540)
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Ap2pendix B. Matrix of Survey Questions Related to Investig~ative Questions

Table B-1. Matrix of Survey Questions

Investigative Quesion Survey Question

1__11 -15, 36- 42, OE I -4
2 11-15,36-42, OE I-4
3 16- 35, OE I -4

4 43-200
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Appendix C: Survey Question Statistics

Overall Population and Sample Statistics

Table C-1. Overall Statistics
SPopulation 

I Sample
Number of Population Number of Sample
Personnel Percentage Personnel Percentage

Officer 826 11.81% 67 20.94%
Enlisted 1339 19.15% 77 24-06%
Civilian 4828 69.04% 176 55.00%
Total 6993 100.00% 320 100.00%

I-

Civilian

Enlisted

Officer

0 1000 2000 3000 4000 5000

Number Of Contracting Personnel

Figure C-1. Population Statistics

Civilian

Enlisted

0 50 100 150 200

Number of Survey Respondents

Figure C-2. Sample Statistics
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Survey Questions 1, 2, and 3: Current Rank or Grade

Table C-2. Current Rank or Grade
Officer 0-1 0-2 ' 0-3 0-4 0-5 0-6

19 6 20 12 7 0-36

Enlisted E-I to E-3 E-4 E-5 E-6 E-7 E-8 E-9

i 6 29 1 18 14 8 2 0

Civilian IGS-5/GS-7 CS-9-1 GS-1I GS-12 GS/GS-13 GS/GS-14 CS/GM-I5
26 35 30 47 27 8

0-6
- .

0-5 / ,MIMMI

0-4 ., / ` . ;. k'j

0-3 t$%..#¼V

0-2 ½'.........'

0--1 94 I. " ' :4

0 5 10 15 20

Number of Respondents

Figure C-3. Number of Officers by Rank

E-9 .

F-8

E-7 I
E_-6 I__ _ _ _ _ _ _ _ _ _ _ _ _

E-5

E-4 i

E- to E-3

0 5 10 15 20 25 30

Number of Respondents

-.... .. .. Figure C-4. Number of Enlisted by Rank
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Survey Questions 1, 2, and 3: Current Rank or Grade (Continued)

GS/GM-15

GSIGS-14 I

GSIGS-13

GS-12

GS-1I
i Ii

GS-9

GS-5I/GS7 "

0 10 20 30 40 50.

Number of Respondents

Figure C-5. Number of Civilians by Grade
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Survey Question 4: Education

Table C-3. Education Levels by Number of Respondepts

H.S. H.S. + Associates Bachelors Masters Masters + Ph.D.

Officer 0 0 0 27 28 11 0

Enlisted 3 42 20 12 1 0 0

Civilian 6 35 13 74 37 11 0

Total 9 77 33 66 3 66 22 0

Table C-4. Education Levels by Percentage of Respondents

H.S. HIS. + 'Associates Bachelors Masters Masters + Ph.D.

Officer 0.00% 0.00% 0.00% 8.44% 8.75% 3.44% 0.00%

Enlisted 0.94% 13.13% 6.25% 3.75% 0.31% 0.00% 0.00%

Civilian 1.88% 10.94% 4.06% 23.13% 11.56% 344% 0.00%

Total 2.81% 24.06% 10.31% 35.31% 20.63% 6.88% 0.00% I

M Officer 0 Enlisted M Civiliain!

Ph.D.

Masters + I

Masters

Bachelors

Associates____

IFtS. + __

IKS.

0 10 20 30 40 50 60 70 80

Number of Respondents

Figure C-6. Education Levels of Respondents
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Survey Question 5: Contracting Experience

liable C-5. Contracting Experience by Number of Respondents
<IYr 1-2 Yrs 3-4 Yr 5-10Yrs 11-15Yrs 16-20Yrs >20Y

[Officer 16 17 3 22 3 4 2
Enlisted 3 . . 24 26 10 02
Civilian 2 is 10 70 34 21 21
Total 21 47 37 118 47 27 23

Table C-6. Contracting Experience by Percentage of Respondents
<lYr 1-2Vrs 3-4Yrs 5-10Yrs 11-15Yrs 16-20Yrs >20Yrs

Officer 5.00% 5.31% 0.94% 6.88% 0.94% 1 .250/ 0.630'o
Enlisted 0.94% 3.75% 7 500 8 13% 3-13% 0.63% 0.00%
Civilian 0.63% 5.63% 3.13% 21.88% 10.63% 6.56% 6.56%
Total 6-5-60o 14.69% 11 56% 3688% 14 6900 " 44%0 7 100.

F- - _ _ _ _ _ _ _ _ _ _ _ _ _

L 0 Officer fl Enlisted 0 Civilian

> 20 Yrs

16-20 Yrs

11-15 Yrs

5-10 Yrs

3-4 Yrs

1- Yrs

<1 Yr

0 10 20 30 40 50 60 70

Number of Respondents

Figure C-7: Contracting Experience Levels of Repondents
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Survey Question 6: Supervisory Experience

Table C-7. Supervisory Experience by Number of Respon dents
None <lYr 1-2Yrs 3-4Yrs 5-10Yrs 11-15Yrs >15Yrs

Officer 19 5 11 12 12 6 -
Enlisted 45 6 9 3 11 3 0
Civilian 93 13 15 16 23 7 9
I'otal 157 24 35 31 46 16 11

Table C-8. Supervisory Experience b! Percentae of Respondents
None < 1 Yr 1-2 Yrs 3-4 Yrs 5-10 Yrs 11-15 Yrs > 15 Yrs

Officer 5.94% 1.56% 3.44% 3.75% 3.75% 1.88% 0 .63%
Enlisted 14.06% 1.88% 2.81% 0.94% 3.44% 0.94% 0.00%
Civilian 29.06% 4.06% 4.69% 5.00% 7.19% 2.19% 2.81%
Toal 49.06% 7 -c-o 0... 10.940o 9.69'o- 14 380n 5o, -41.4,O

SOfficer 0I Enlisted IN Civilian

-• .• It lrs•I

11-15 Yrs

5-10 Yrs

3-4 Yrs

1-2 Yrs

< Yr

None

0 20 40 60 80 100

-- Number of Respondents

Figure C-8. Supervisory Experience Levels of Respondent%
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Survey Question 7: Executive/Management Experience

Table C-9. Executive/Man gement Experience by Number of Respondents
1No Expevience Some Experience

Officer -48 -19

~ni~sted___ - 43
ivian 162 14

Total 284 36

Table C-10. Executive/Management Experience by Percentage of Respondents
No Experience SomeExperience

Officer 15.001/ 5.94%/
Enlisted - 213.13% 0.94%
Civilian 50.630/ 4-38%

Total88-75% 11.250/4 __

L001icer 0 Enlisted 12 Civilian,

ISome Experience

No Experience

0 50 100 150 200

Number of Respondents

Figure C-9. Executive/Mianagemient Experience of Respondents
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Survey Question 8: Present Job Title

Table C-11. Job Titles by Number of Respondents

Negotiator Specialist Administrator Analyst Cost/Price CO Other

Officer 7 14 7 0 A 9 3 (1

Enlisted 1 39 17 0 0 12..
[Civilian 16 68 23 14 1 - -

24 121 47 14 15 52 47

Table C-12- Job Titles by Percentage of Respondents

_ Negotiator Specialist AdministratorAnalyst Cost/Price CO Other

Officer 2,19% 4.38% 2.19% 0.00% 0.00% 2.81% 9.380-10
Enlited 0 31 % 12.19% 5.31% 0.00% 0.00%--. 3.75%/ 2.50%0I/
Civilian 5.00% 21.25% 7.19% 4.38% 4.69% 9.69%" 2.810 0
ITotal 7 5)O 3781% 1469% 4 18% 469% 1.t 9%

0 [ Officer D Enlisted 0 Civilian;

CO

Cost/Price

Analyst

Administrator

Specialist

Negotiator

0 10 20 30 40 50 60 70

Number of Respondents

Figure C-10. Job Titles of Respondents
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Survey Question 9: Contractinag Certification

Table C-131. Cettiflcatiou Levels by Number of Respondents

Levc's 0 Level I Level IL Level mI
Oficr 1 __13 22 Il

nlis~ted 29 24 2 4 0 _

KIiilian 3.3 i.s 97 i8_

1 =355 143 39:J

Table C- 14. Certification Levels by Percentage of Resp-ridents

____ Level 0 L'~vel I Level 11 Level III

On- 'r 6.56% 4.06% 6.88% 3.44%

--iin __10.31%- 5. 6-3 -30.3-1% 8.75%
,Totai 25.94`% 17.19% 44.69% 12.190/

0 Officer DE inliste(: 0 Civilian

Level III

Level I I

Level 0

0 20 40 60 80 100

Number of Respondtvnts

kFigur? C-11. Certificatior Level of Respondents
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Survey Question 10: Type of Contracting Function Assigned To

Table C-15. Contracting Function by Number of Respoindents
_Systems _Operational Specialized Hcadquarter. CAO Training Other

Officer 10 28 7 8 6 3 5
Enlisted 0 62 3 0 2 - 2
Civilian 30 79 27 12 13 2 13
Total 40 169 37 20 ]1 -1 20

Table C-16. Contracting Function by Percentage of Respondents

____Systems Operational Specialized Headquarters CAO Training 0ther
Jfice- -3.13% 8.75% 2'19% 2.50o-o 1.88%-" 0.94%0" 1.56%'
[Enlisted 0.00% 19.380// 0.94% _ 0.00% 0.63% 2.0 0636
Civilian 9.38% 24.69% 8.44% 3.75% 4.06% 0.63% 4.060,o
Total 125,°0 52.01°o II 56% 6.25% 6.56°0 4 0 6 250.',

0 Officer 01 Enlisted M Civilian i

Training I

Headquarters

Systems

0 10 20 30 40 50 60 70 80

Number of Respondents

Figure C-12. Contrracting Functior. Type of Respondents
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Survey Quesiior.am Ul.: SLIftiency o of Certification 1P'1cgnirm Requirements

Table C-17. Sufriciency of IP'rogirn. Rcequirenents by Number of Respondents
Le...... Stongnly Disa reeJ gre. Neu4•xu. Agree Strongly Agree

Level 1 17 2-1 78 14

Level l 4 28 30 6 7 14
Level II 16 3 1 5 .
Level 6 -57 160 . 31

Table C-18. Sufficiency of Progiain lequirmnei•its by Percentage or Respondents

Strongly Disagree Disagree Neutr-al Agree Strongly Agree
Level I " 1.55% 5.31% 7.50% 24,.3% 4.38%
Level I! t 1.250/6 8.75% 1 9.38% 20.9'4% 4.38%

Leel i 1 ... 0.63(/o 5.-00% 0.9.1% 4.69%9/ 0.94%0.

T'otal 34406 , c.060 17.81% f ,oO ~ 949,

[MLevel I L] Level It 0 Level IlI

Strongly Agree-

Agree '

Neutral _

Disagree

Strongly Disrt. ag/rc-c

0 10 20 30 40 S0 60 70 80

Number of Re.pondents

Figure C-1.. Sufficiency of Program Requirements by Certification ILevcls

I
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Survey Question 12: Sufficiency of Experience Requirement

Table C-19. Sufficiency of Experience Requirement by Number of Respondents

Strongly Disagree Disagree Neutral Agree Strongly Agree
Level 1 6 28 33 62 9
Level 11 9 40 24 57 13
Level M 7 20 4 7 1
Total 22 88 61 126 23

Table C-20. Sufficienc of Experience Requirement by Percentage of Respondents

___ Strongly Disagree Disagree Neutral Agree Strongly Agree

Level! 1-88% 8. 75/0 10.31%/o 19-38% 2.81%-.
Level 1 2.81% 12.50% 7.50% 17.81% 4.06%

,evel-E[ 2.1-9% 6. 25% 1.25% 2.19% 0.31% -
Total 6 88% 27 50% 19,06% 39 38%,0 7 1W',.

M Level 1 0 Level 11 M Level III

Strongly Agree I!

Agree

Neutral

__

DisagreeI

Strongly Disagree

0 10 20 30 40 50 60 70

Number of Respondents

Figure ('-14. Sufficiency of Experience Requirements by ('½rtification Levels
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Survey Question 13: Sufficiency of Training Requirement

Table C-21. Sufficiency of Training Requirement by Number of Respondents
Strongly Disagree Disagree Neutral Agree Strongly Agree

Leve I2 34 68 9
Level H 3 29 28 70 13
Level Ill 1 10 5 23 0
Total 9 61 67 161 22

Table C-22. Sufficienc of Training Requirement by Percentage of Respondents
Strongly Disagree Disagree Neutral Agree . Strongly Agree

Level 1 1.56% 6.88% 10.63% 21. 25% 2.81%
Level l 0.94% 9.06% 8.75% 21.88% 406%
Level-i M.3i;/ .31% 3.130/0 1.5607 7.19% 0.00% -

ITotal 1S.810o 19.060 0 ) '-940 SO5 3P,~

03 Level I El Level 11 2 Level III i

Strongly Agree

Agree

I n

Neutral ! L

Disagree -

Strongly Disagree

0 10 20 30 40 50 60 70

Number of Respondents

Figure C-15. Sufficiency of Training Requirements by Certification Level,
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Survey Question 14: Sufficiency of Education Requirement

Table C-23. Sufficiency of Education Requirement by Number of Respondents

Strongly Disagree Disagree Neutral Agree Strongly Agree

Level I 9 20, 32 63 14
Le•e H. 7 26 26 65 19
Level m 4 7 2 25 1
Total 20 53 60 153 34

Table C-24. Sufficiency of Education Requirement by Percentage of Respondents

Strongly Disagree Disagree Neutral . Agree Strongly Agree

Level I 2.810,% 625% 10.00% 19.69% 4.380,o
Level II 2.19% S. 13% 8.13% 20.310/ 5.940
Level M. 1.25% 2-19% - 0.63% 7.81%0o 0.3
" o ra l .2 "l1 6 .5 ti6 o I S 7 ,3o, 4 7 '1 0 .,i 63 ,

0 Level I 0 Level I1 M Level III

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

0 10 20 30 40 50 60 70

Number of Respondents

Figure ('-16. Sufficiency of Elducation Requirements by Certification Ievel.
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Survey Question 15: Most Important Certification Requirement

Table C-25. Most Important Requirement by Number of Respondents

Experience _ Education Training
Level! 69 . 9.
Level_ 81 43 15
Level 11 28 8 3 ..
Total 178 107 27

Table C-26. Most Important Requirement by Percentage of Respondents

Experience Education Trainikig
Level I 22.04% 17.89% 2.88%
Level II 25.88% 13.74% 4.79%
Level I 8.95% 2.56% 0.96%

56 870 34.100o 0 03

0 Level I 0 Level II W Level III
_-

I

Training

Education

Experience

0 20 40 60 80 100

Number of Respondents

Figure C-17. Most Important Certification Requirement by Certification Levels
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Survey Question 36: Training Program if Intended to Familiarize

Table C-31. Training Program Familiarization by Number of Respondents

-StrongyiDisagree Disagree Neutral Agree Strongly Agree
Level! I 2 11 91 31o0
Levell . 1 . ... 3 14 93 29
LevellIII 1 0 1 -316

LTotal 4 * -26 215 65

Table C-32. Training Program Familiarization by Percentage of Respondents

SStron4gly Disagree Disagree Neutral uuAgree Strongly Agree
Level I 1.63% 0.63% 3.49% 1 28.89% 9.52%
Level 1.I 0.32% - 0.95% 4.44 / 29.52% 9.2 1%
Level I1 0.32% 0.00% 0.32% 9.84% i.9190%

1.27% 1.59% 8.25% 68.25% 20.63%

03 Level 10 Level 1l E Level 111

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

0 20 40 60 80 100

Number of Respondents

FigureC-18. Training Familiarization by Certification Levels
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Survey Question 37: Training Program is Beneficial to Ability to Perform Job

Table C-33. Program Beneficial to Performance by Number of Respondents

I Strongly Disagree Disagree Neutral Agree Strongly Agree
Level " 0 8 21 82 27
Levell i 7 3 _0 76 26
Level Ell 1 2 6 24 6

(Total 2 17 57 182 59

Table C-34. Program Beneficial to Performance by Percentage of Respondents

Strongly Disagree Disagree Neutral Agree Strongly Agree
Level I 0.00% 2.52% 6.62% 25.87% 8.52%
Level 1 0.32% 2.21% 9.46% 23.97% 8.20%
Level 111 0.32% 0.63% 1.89% 7.57% 1.89%
Total 0.63% 5.36% 17.98% 57.41% 18 61%

0 Level 1 [] Level II 0 Level 1111
6

Strongly Agree

Agree

Neutral

Disagree I

Strongly Disagree

0 20 40 60 80 100

Number of Respondents

Figure C-19. Program is Beneficial to Performance by Certification Levels
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Survey Question 38: Training Program is Specific Enough

Table C-35. Training Program is Specific Enough by Number of Resp'ondents

_Strongly Disagree Disagree Neutral Agree Strongly Agree
Level 1 2 22 41 61 12
Level i 3 27 33 63 14
Leveli M 1 7 8 20 3
Total 6 56 82 144 29

Table C-36. Training Program is Specific Enough b" Percentage of Respondents
Strongly Disagree Disagree Neutral Agree Strongly Agree

Level I 0.63% 6.94% 12.93% 19.24% 3.79%
Level U 0.95% 8.52% 10.41% 19.87% 4.42%
Level IMI 0.32'-'%- 2.21% 2.52% 6.31%/. 0.-95..
Total 1.89% 17.67% 25.87% 45.43% 9.15 0 -b

Q Level 1 0 Level II 0 Level III,

Strongly Agree

Agree

NeutralI

Disagree

Strongly Disagree

0 10 20 30 46 50 60 70

Number of Respondents

Figure C-20. Training is Specific Enough by Certification Level%
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Survey Question 39: Receipt of Training When Needed

Table C-37. Receipt of Training by Number of Respondents

--Strongly Disa~gree Disagree Neutral Agree Strongly Agree
Level I 29q 38 '29 34 9
Levrelll1 29 38 21 43 9
Levelff 1M_ 8 2 26
jTotMI 59 84 52 99 23

Table C-38. Receipt of Training by Percentage of Respondents

Stro!!gly Disagree Disagree Neutra _Aree__._togy ge
I~vl19.15% 11.99% 9.15% 10.73% 2.52%

Level____H 9.15% 11.99%/ 6.62%O 13.56%284
Lee I[0.32%/, 2.52% 0.63% 6.94% 1.89%/0

Total 18.610% 26.50% 16. 400/c 31.23% 7.260-o

13 Level 1 0i Level If 0 Level 111.

Strongly Amree

Agree

Disagree

Strongly Disagree

10 10 20 30 40 50

Numbkr of Respondents

Figure C-2 1. Receipt of Training by Certification Levek:
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Survey Question 40: Training Needs Met Through Alternate Training Sources

Table C-39. Alternate Training Sources by Number of Respondents

Strongly Disagree Disagree Neutral Agree Strongly Agree
Level I 6 37 6)1 S

Level I 9 37 56 25 lu
Level -l- 20 12 U5
1Total 17 94 129 59 15

Table C-40. Alternate Training Sources by Percentage of Respondents

Strongly Disagree- Disagree__ Neutral -. Agree Strongly Agree

Level 1 1.92% 11.82% 19.490 9.270 1.600%
Level II 2.88% 11.82% 17.89% 7.99% 3.190/c
Level Mi 0.64% 6.39% 3.83% 1.6006 ).W00
Total 43%o 3() o300 41 21%o 1 8...; 4 700o

U Level I 0 Level II IM Level IIt;

Strongly Agree

' , ' |

Agree

Neutral

Disagree /

Strongly Disagree

0 10 20 30 40 50 60 70

Number of Respondents

Figure C-22. Alternate Training Sources by ('ertification Levels
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Survey Question 41: Better Able to Perform Job After Training

Table C-41. Ability Afte• Training by Number of Respondents

-. Strongly Disagree Disagree Neutral Agree Strongly Agree
Level 1 0 6 26 80 26!devel 11 3 7 28 81 21

Level EIT 0 1 13 22 3
Total 3 14 67 183 50

Table C-42. Ability After Training by Percentage of Respondents

' StronglyDisagree Disagree _Neutral __Ag!r.e_.. Stro~ngly Agree
Level I 0.00% 1.890/a 8.20% 25.24% 8 20,o%
Level,. 0.9% 2.21% 8.830/ 25.55% 6.62.%9IILevive I UT! 0.00% 0.32% 4.10% 6.94% 0.95%' . . .
Total 0.95% 4.42% 21.14% 57.73%-- .15.77%

E2 Level I 0 Level 11 M Level III,

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

0 20 40 60 80 100

Number of Respondents

Figure C-23. Ability to Perform Alter Training by C(rtification Levels
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Survey Question 42: Ability to Apply Material After Training

Table C-43. Ability to Apply Material by Number of Respondents

Strong!y Disagree Disagree _ Neutral Agree Strongly Agree
Level I 0 8 31 74 25
Level i 1 9 29 81 20
Level mH 0 14 20

Total 1 20 74 175 47

Table C-44. Ability to Apply Material by Perc.:ntageý of Respondents

StrngKiy Iisg.ree Disagree Neimtra.. Agree Strongly Agree
Level I 0.000 2.52% 9.78% 23.34% 7.89%
Leve;lI 0.32% 2.84% 9.13% 25.55% 6.31,%
Level Ii 0.00% 0.95 4.42. 6.31% -0.63%'

ITotal 0.321% 6.310% 23.34% 55.21% 14 83%0/o

0 Level I 0 Level ii M Level 11!

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

0 20 40 60 80 100

Number of Respondents

Figure C-24. Ability to Apply Material by Certification Levels
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Appendix D: Comnpetencies - Survey Quest;ons 43 - 200

This appendix reports the tbllowing:

1. An overall ranking of the 79 units of instruction (competencics) by entire

sampie population and by certification level.

2. A graphical representation of importance and proficiency by entire sample

population and within each certification level.

3. A comparison of the most and least important unit o" instruction h% Su1m pi

population and within each certification level.

4 A comparison of rank order correlations by sample population and by

certification level.
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Table D-5. Comparison of Importance of Units of Instruction - Overall and Within Levels

.S00
'" C a-= g -.

Overall Level I19--+' ¢1 8'15 531-otat-dfctosOnn
I Contract Modifications/Options 191 88.53 1 Contract Modifications/Options 191 87.59

2'Com.petition Requirements 65 87.82 2 Competition Requirements 65 86.36

3 Statements of Work 55 87.50 3 Specifications 53 86.26

4 Ethics/Standards of Conduct 1-9- 85.67 4 Solicitation Preparation (IFBs/RFPs) 89 85 49
5 !Conducting Negotiations _ 131_ 85 .29  5 iStatements of Work ..... 55 84.85

6 'Solicitation Preparation (IFBs/RFPs) 89 84.79 6 Prepan~g Awards 139 8462

7 -Specifications 53 84.56 7 Responsiveness 109 83.07

8 -Responsiveness 109 83.06 8 Conducting Negotiatons 131 82.31

9 Negotiation Strategy 129 82.84 9 Awards 141 81.54

1) Method of Procurement 7% 82 598 11 Ethics/Srandards of Conduct Iht)0 1 Io

1I Preparing Awards 13)0 82 29 II Technical Evaluations I 13 8 0) --

12 Selection of Contract Type 7,) 81 55 12 Contract Administration Planninu 140) 80761

13 Processing Proposals 111 81.44 13.Amending Solicitations )7 79 30

14 -Responsibility 135 80.72 14 Processing Proposas III 79.23

i5 Awards 141 80.66 15 Responsibility .. 135 79 23
-I- I r. A1. * n..klI -•..... .. .. .. A1 ....... , 70,"O .,!

16l ... U..•. 14 L. V4 .U4L.VUI, 1 0,3. O0.-6,, .. .., Z . ,v "v " I ,-cur,,c,,.

17 Amending Solicitations 97 79 541 17 Purchase Requests 47 78.03

18_Price Objectives 115 7Q48 18 Price Related Factors 71 78 03

19 Cost and Pricing Data 117 79 IS 19 Bid Acceptance Periods 103 77 W)

211 Publicizing Proposed Procurements 91 78.58 211 Processing Bids Ito) 77 (,,

21 Competitive Range 125 77 77 21 Negotiation Strategy 1 1 ,) 77 o(.)

22 Acquisition Planning___. -. 45 77.34 22 Mistakes in Bids/Proposals 133 77 0')

23 Price Related Factors 71 77 IS 23 Method of Procurement 75 77 27

24 Fact-finding 127 77.05 24 Bid Prices It)7 7(, 92

25 Contract Administration Planning 149 77 05 25 Monitoring. Inspection & Acceptance I5 7 7o Io

26 Evaluating Other Terms & Conditions 123 7647 26 Selection of Contract Type 7T 7557

27 iMstaknes i Bi•;Pr°PSals 133 76 I5 27 Sources ot Supply!Services k) 75 ou

28 Cost Analysis 121 75 90 28 Reporting Performance Problems Io7 74 ol

29 Protests 145 7573 29. Evaluating Other Terms & Conditions 123 74 o I
30) Terminations 193 74.76 31: Competitive Range 125 74.61

31 Processing Bids _101 74.60 31 Prebid/Preproposal Conferences 95 74.05

32_ Technical Evaluation Factors 73 74.59 32 'Protests 145 73 84

33 Funding_Process '49 74.34 33 Invoices 171 73.64

34 -Bid Prices 107 74.2.747 34 Funding Pro._ess ... 49 73.48

35 Bid Acceptance Periods 103' 73.62 35 Cost and Pricing Data 117 73 08

36 Purchase Requests 47 73.07 36-Fact-finding .127 7231
37 PrebidiPreproposal Conferences 95 73 05 37 Price Objectives 115 72 3 I

38 Unallowable Costs 173 72 70 38 Contract Close-outs I NO 72 I0

39 Reporting Performance Problems 167 72.55 39 Clair~as N07 720')

40 Monitonng. Inspection & Acceptance 157 72.45 41) Terminations 103 72 00

41 Sources of Supply/Services 59 72.44 41 Acquisition Planning 45 71 751
42 Procurement/Source Selection PlaIs 77 71 84 42 Technical Evaluation Factors 73 71 21
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Table D-5. Comparison of Importance of I )nits of Instruction - Overall and Within Levels (Continued)

43 Services Conti actimg Issiues 57 71 47 43 Late Bids 105 7% 77
44 Contract Close-outs 181) 71.38 44 Services Contracting Issues 57 7040
45 Claims 197 70 72 45 Canceling Solicitations (IFBs/RFPs) 99 70.00
46 Invoices 171 70 39 46 Unallowable Costs 173 69 77
47 Post-Award Onentations 151 69 74 47 Proiress/Advance Payments 17) (•9 77

48.Ordenng Aganst Contracts 153 69.51 48.Preaward Inquiries 93 69 46
49.Audits I IQ 6928 49 Cost Analysis 121 6923
5O Preaward Inquiries 93 69 15 50 Procurement/Source Selection Plans 77 68 69
51 Progress/Advance Payments 179 68 43 51 Post-Award Orientations 151 S68 22
52 LateBids 105 68.08 52 Delays 159 o7.70

53 -Delays 159 67-97 53 Fraud and Exclusion 147 07 6)
54 Subcontractng Requirements 137 6765 54 Ordering Against Contracts ... 153 6709
55 Stop Work 161.66.34 55 Stop Work 161 o..
56. Defecutve Pricing 187 65.34 56 Price and Fee Adjustments 181 66 oo
57 Fraud and Exclusion 147 6492 57 Bonds 195 65 89
58 Pnce and Fee Adjustments i16 64.80 58 Set-Asides 61 65 15
59 Canceling Solicitations (IFBs'RFPs) 9 9) 64 14 59 Subcontractn,, Requiiemcnts 137 63 08
(ill Remedies Io3 6, 40 611 Detýcc l lric\ g 1,- I,-', ';(i -I

61 Debriefing 143 6262 61 Need tbr Bonds 87 o' 314
62 Limitation of Costs It6) ol 5I 62 Audits I ol 54

63 Set-Asides 61 6057 63 Remedies 163 61.54
64 Contract Financing 83 58.25 64 Limitation ofCosts 169 61 24
65Accounth, and FEtimtnng Systemrs I18 3 7 '71 A "Con-a P.h'n-n,-361

66 Cost Accounting Standards 185 57.38 66 Assignment of Clamns 175 5938
67 Assignment of Claims 175 5676 67 Debriefing 143 56.92

68 Go',nt Property & Supply Sources 85 55.99 68 Accounting and Estimatimng Systems 183 55 SI
69 8(a) Procurements o3 54 81 69 8(a) Procurements o3 54 54

71 Property 165 54 57 71) Market Research 51 53 7 (
"71 Bonds I15 5428 71 Cost Accounting Standards 1H5 53 -18
72 Consent to Subcontract 155 52.46 72 Govnt Property & Supply Sources 8S 53 43
73 Forecasting Requirements 43 51.60 73 Propert% 105 53 07
74 Need for Bonds 87 50 98 74 ('onsent to Subcontract I •5 ,2 .3)

75 Market Research 51 49.68 75 Forecasting Requirenicnts5 43 52 27
I 7,nColkcnn•g '- _i i77. 47.70 1 76 .Coiecting Contractor Debts 7

1177 Letter Contracts 81 4013177 Lease Vs. Purchase ,oQ 37 881178 Unsolicited Proposal ,7 , 10 78 nsolicited Proposal (,7 3 ,7 11I
79 Lease Vs Purchase (it) 38 L) 1 79 Letter Contracts 81 1 . 2,
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Table D)-5. Comparison of Importance or Units of Instruction - Overall and Within Levels (Continued

E E

aC - Ur
.2 -E 20

:- C -

Level If Level In!
I 7Contract Modifications/Optnions 1.. •i 91 89.78 _ Acquisition Planning 45 9750
2 Statements of Work 55 87.86 2 Method of Procurement 75 9"/ 50
3 Competition Requirements 65 87.14 3 Ethics/Standards of Conduct 1 90 97 44
S4_fSonducting Negotiations 131 86.86 4 Statements of Work 55 95.00
5 Ethics/Standards of Conduct 199- 86.56 5 Competition Requirements 65 95.00Seletio ofCnrc.Tp 50

6 Negotiation Strategy 7 129 85.19 6_Selection of Contract Type 79 95.00
7 Selection of Contract Type 79 8333 7 'Negotiation Strategy-- 129 Q2. II
8 Method of Procurement 75 83.33 8 Procurement/Source Selection Plans 77 90.00
9 Responsiveness 109 83 22 9 Sohcitation Preparation (IFBs/RFPs_ 89 90.00
If) Price _Objectives Hi5 83.22 10 Price Objectives 115 Q0 00
I I Specifications 53 82 ý5 I I Protests 145 S,,1 -4
12 Solicitation Preparation (IFBs'RFPs) 89 82.60 12 Conducting Negotianons 131 81) 74
13 Cost and Pricimg Data 117 82149 13 Services Contracting Issues 57 87 50
14 Processing Proposals 111 81 76 14 Processing Proposals - II 87 50
15 Responsibility 135 80.30 15 'Cost and Pricing Data 117 87 50
16 Preparing Awards 139! 79.61 116 Cost Analysis 121 87.501
17 Technical Evaluaions .113 79.57 17 Fact-finding t... 127 87 18IS _Amending Solicitations .9197 78..84 18.Responsibi•iy .. . 135 87 18
19 CostAnalysis 121 78.84 19'Awards 141 87 i
21) Competitive Range 125 78.84 21) Debriefing 1-43 87 18
21 Fact-finding 127 7868 21 Contract ModificationsOpnons QH: 87 18
22 Awards 141 77.94 22.Specifications 53 85 t00

23 Pt.blicizing Proposed Procurements 91 7738 23 Technical Evaluation Factors 73 8500
24 Mistakes in Bids/Proposals 133 77.38 24 Competitive Range 125 84 o2 -
25.Unallowable Costs 173 77.20 25 PreparingAwards 130 84(,2
26 Acquisition Planning .. 45 76 82 26 Evaluating Other Terms & Conditions 123 84 ol
27" T.rmm•lna i!Ons !Q1' 76 65A 77 Fi ndrno Prre•cc 40 825 0
28 Price Related Factors 71 7026 28 Publicizing Proposed Procurements 9i 82 50
29 Evaluating Other Terms & Conditions 123 75 92 29 Amending Solicitations Q)7 82 50
3_0 Contract Administration Planning 149 75.74 34) Responsiveness 109 82.50
31 Audits 1 119. 75.00 31 Technical Evaluations 113 8250
32 Technical Evaluation Factors 73 74.82 32 Reporting Performance Problems t 167 82.05
33 Bid Prices 107 73.73 33 PPnce Related Factors 71 7750
34-,Protests '14 73.53 34,Tenuinations 193 7693
35'Processing Bids . .101 73.40 35 Sources_of Supply/Services _59 75.00

.36Funding Prcesss 49 72.86 36 ,Preaward Inqures - 93 75.00
37 'Prebid]Preproposal Conferences 95 72.27 37 Bid Acceptance Periods 103 75 00
38 Invoices 171 7i 32 3Y Audits I11, 7500
39 Ordenn; Against Contracts !53 70 60 39 Claims 197 74 3)
411 Post-Award Orientations 151 70 59 40) Subcontracting Requirements 137 74 3o
41 Morntonng, Inspection & Acceptance 157 70 58 41 Ordering Again!:t Contracts 153 7436
42 Contract Close-outs I1` 70 58, 42 Purchase Requests .17 72 50
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Table D-5. Comparison of Importance of Units of Instruction - Overall and Within Levels (Continued)

43 Subcontracting Requirements 137. 70 08 143 Set-Asides 61 72 50
44 Procurement/Source Selection Plans 77 69 57 44 Prebid/Pfeproposal Conferences ,)5 72 50
45 Bid Acceptance Perods 103 6935 45 Late Bids 10lO 72 50
46 Sources of Supply/Services 59 69.28 46 Contract Administration Planning 140 71 80
47 Defective Pricing 187 6,) 12 47 Post-Awar( Onentations 151 71 So
48 Purchase Requests 47 68.57 48 Stop Work 101 71 8o)
49 Claims 197 68 38 49 Contract Close-ous 189 71 70
50 Repoirting Performance Problems -- _167 67.89 S5) Delays 159 71 79
51 ServcesContracting Issues 57 67.86 51 Processing Bids 101 70 00
52 Progress/Advance Payments 179 67 05 52 Price and Fee Adjustments 1 81 09 23
53 Delays 159 67.16 53 Remedies 163 6923
54 Preaward Inquiries _93 67.10 54 Bid Pnces 107 6750
55 Late Bids lnqu _es105 64.24 55 Mistakes m- Bids/Proposals 133 6oo67
56 Stop Work 161 64.24 56 Limitation ofCosts 109 o. o7
57 Remedies - 163 63.51 57 Unallowable Costs 173 6667
58 Fraud and Exclusion . . 147 63.23 58 Progress/Advance Payments. 179 .tjoo7
59 Price and Fee Adjustments 181 61.76 59 Monitoring. Inspection & Acceptance 157 0 006
611 Cost .Accounitimn Standards I , o 32 611 8(:1) Irocuireints , C 5o
61 Debriefing 143 61.03 61 Contract Fitancing ), 6"2 50
62 [imitation of Costs I ot o0 307 62 FrauJ and Exclusion 147 61 5.4
63 Canceling Solicitations (IFBs/RFPs)_ 99 59.86 63 Defective Pricing 187 61 54
64 Accounting and Estimating Systems 183 59 13 64 Canceling Solicitations (IFBsiRFPs) (N 6(1 00
65 Govnt Property &_Supply Sources 85 5870 65 Accounting and Estimating Systems 183 58.98
66-Propery 165" 56.94 66 Invoices 171 56.41A7. A ssg m n ;" .-...

..... of C _a.i.s . i 75 5t 62 67 ('ost Accounting Standards 185 5o 4 1
68 Contract Financing 83 54.35 68 Letter Contracts 81 55 t10
69 Consent to Subcoutract 155 52 95 69 Govnt Property & Suppl\ Sources 85 55 t710
70 8(a) Procurements 63 52.86 79 Market Research 51 5250
71 Set-Asides bl 52.85 71 Property lo5 51 2,
72 Forecasting Requirements 43 52.15 72 Consent to Subcontract 155 51 28
73 Collecting Contractor Debts 177 48 53 73 A.signment of('lainis 175 -48 72
74 Bonrds 15 4779 74 Forecasting Requiieicni-, 43 47 50
75 Market Research 51 45 00 75. Unsolicited Proposal r7 47 5o
76 Letter Contracts 81 4420 76 Need for Bonds 87 -45 00
77 Need for Bonds 87 4203 77 Bonds I05 3 -17

78 Lease Vs Purchase 690 -41 91 78 l.ease \s. Purchase t,) 15 i)
79 Unsolicited Proposal 6,7 38 58 79 Collecting Contractor Debts 177 ; 33
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Table D-6. Ruank Order Correlations of Competencies

- Z

1 57 Services Contracting Issues 0.61 1 .59 Sources of Supply/Services 0 59
2 59 Sources of Supply/Services 061 2 57 Services Contracting Issues 0 53
3 91 Publicizing Proposed Procurements 0 56 3 199) Ethics/Standards of Conduct 0 52'
4 87 Need for Bonds 0.55 4 171 Invoices 0 50

5-199 Ethics/Standard-sof Conduct _ 0 54 5 " 51 Market -Research 0 50
6 75 -Method of Procurement 0.54 6 87 Need for Bonds 0 50
7 65 Competition Requirements 0 53 7 157 Monitornng, Inspection &"Acceptancc 0 4)
8 171 Invoices 10.53 8 47 Purchase Requests __ 0 49
9 47 Purchase Requests 0.53 9 141 Awards 0.48
10 103 Bid Acceptance Penods 0 50 10 103 Bid Acceptance Periods 0 47
It 107 Bid Prices 0 " I I (,5 Competition Iequiremems 71 -

12 153 Ordering Against Contracts ) 50 12 91 Ptblicizing Proposed Prociremeonts ) 47

13 101 Processin g Bids 0 50 13 107 Bid Prices 0 4 5>
14 109 Responsiveness .. . 0.50 14 135 Responsibility 0.45
15 - 6 7 _ U n so licnted_ PP ro p o sal .... . .... . 0 5 0 15 4 3 F o re c as tin g R e q u ire m en ts 0 4 4
16 141 Awaids 0.49 16 55 Statements of Work 044
17 71 Price Related Factors 0 49 17 :105 Late Bids . . . . . 0 43
18 111 Processing Proposals 0.49 18 75 Method of Procurement 0 43

119 135 ..Respoiisibility 0 49 19 101 Proccssing Bids i 4 1
20 97 Amending Solicitations 0 48 20 10) Responsiveness o)14
21 195 Bonds 048 21 11)5 Bends 042
22 149 Contract Administration Planning 0 48 '22 i79) ProgressiA.dv •nce lPavrinens,, 042
23 83 .Contract Finaacing 0 48 23 153 Ordering Against Contracts 041
24 105 Late Bids o 48 24 67 Uinsolicited Proposal 0 4l
25 81 Letter Contracts 048 25 83 Contract Financing i 40

26 51 Market Research 0 48 26 127 Fact-`indmg 0) 40
27 157 Monitoring, Inspection & Acceptance 0.48 27 49 Funding Process i) 40
28 127 Fact-finding 0471 28 71 Price Related Factors o 40
17 .4. -.Frera-stmin Requirements 0 47 29 89 Solicitation Preparation (IFBsRFPs) (0 40

130 77 Procurement/Source Selection Plans 0(47 30 16') Limitation of Costs 0t 3')
31 89 Soheitation Preparation (IFBsiRFPs) 0.47 31 151 Post-Award Orientations 038
32 93 Preaward Inquiries 0-46 32 ]97 Amend .olici•atons . . 0 37
33:139 Preparing Awads '046 33 1)9 Delays 037

34 125 Competitive Range 0.45 34 167 Reporting Performance Problems 0 37

35j 15 _9De lays - 0.45 35:161 Stop W ork . 0.37
36 85 GovmtProperty & Supply Sources 0.45 36 149 Contract__A dmini stration _Planning 036
37 151 Post-Award Orientations 0.45 37 139 Prepanng Awards 036
38 95 Prebid/Preproposal Conferences 045 38 63 8(a) Procurements t 35
39 09 Lease Vs Purchase 044 39 I10 Contract Modifications Options o 35
40 169 Limitation of Costs 044 40 165 Property t) 35
41 115 Pnce Objectives 044 41 163 Remedies 0 35
42 79 Selection ot'ConrtT 044 42 125 Competmive Range 034J
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Table D-6. Rank Order Correlations ofCompetencies Continued)

43 143 Debrieting 043 .13 85 Crovnt Property & Supply Sources 0 34

44 55 Statements of Work 0.43 44 I 11 Processing Proposals 0.34
45 161 Stop Work 0_43 45 137 Subcontracting Requirements 0o34
46 113 Technical Evaluations 0.43 46 155 Consent to Subcontract 0 33
47 63 8(a) Procurements 042 47 09 Lease Vs. Purchase i 33
48 61 Set-Asides 0.42 48 81 Letter Contracts 0 33
49 123 Evaluating Otherlrerms & Conditions,. 0 41 49 93 Preaward inquilies 0.33
30 179 Progress/Advance Payments 0.41 50 77 Procurement/Source Selection Plans 0 33
51 137 Subcontracting Requiremeats 041 51 61 Set-Asides 0 33
52 197 Claims ..... 0.40 52 99 Canceling Solicitations (IFBs/RIPs)_ 0 32

53 191 Contract Modifications/Options 040 53 129 Negotiation Strategy o032
54 167 Repy.runtg PerformanceProblems 0.40 54 115 Price Objectives 0 32

55 99 Canceling Solicitations- (FBs/RFPs) 039 55 53 Specifications 0 32
56 1655 Property 0.39 56 95 Prebid/Preproposal Confierences 0.31

57 163 Remedies 0.39 57 79 'Selection of Contract Type 0 31
58 117 Cost and Pricing Data 0.38 58 197 Claims 0 2'
59 4Q Fundimn Process 1 •8 59 I CI onduction \,uotlat!oll- 2'

o0. 53 Spccificatuoiis . .38 60 I 17 ('Cost .id llricin; Data U 2D
61 73 Technical Evaluation Factors 0 38 161 73 Technical [-valuation Factors ii '8
62 155 Consent to Subcontract 0.37 62 113 Technical Evaluations C 28
63 129 Negotiation Strategy 037 63 123 Evaluating Other Terms & Conditions 0.25
641 183 Accounting and Estimating Systems 0.35 64 143 Debriefing 02.4

165 175 Assitnment of Claims 035 65 193 Terminations o !J

66 121 Cost Analysis 0.35 66 189 Coritcact Close-outs 0.23
67 181 Price and Fee Adjustments 0.35 67 133 Mistakes in BidsiProposals 0.22

68 131 Conducting Negotiations 0 34 68 173 Unallowable Costs, "22
69 ISO Contract Close-outs 0 32 69 183.AccOtntintg ad EstinixttiS•tcii, -21"
70 133 Mistakes in •ids.Proposals 0 32 70 121 Cost A.,al.vsis i 1
71 193 Terminations 032 71 45 Acquisition Planning 0 U
72 173 Unallowable Costs 0 32 72 19l Priceand Fee Adjistm t'non "i

73 111) Audits 031 73 185 Cost Accountini Standards I) S

74 177 Collecting Contractor Debts 0 27 74 175 Assignment ol('laims 0 1
75 185 Cost Accounting Standards 0.27 75 187 Defecive Pricing 2)

?6 I-S_ ') 1Z. II 4 .. .. IQ .. ....

77 187 Defective Pricing 0 24 7 177 Collecting Contractor Debts ii I0

18 45 Acquisition Planning 0 23 78 1 11 Audits 0 01

79 i47 Fraud and Exclusion 0 17 79 147 Fraud and Exclusion ._tt )jj
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Table D-6. Rank Order Correlations of Com t. encies (Continued)

......... .8

Level 11 Level III.

1 57 Services Contracti:,g Issues _ 0.71 . 141 'Awards 0.84
2 91 Publicizing Proposed Precurements 0.69 2 139 Preparing Awards 0.83
3 149. Contract Adminstration Planning _ 0.63 3 89 .Solicitation Preparation (IFBs/RFPs) 0.X2
4 109 Responsiveness . 0.63 4 .135 Responsibility 0.81

5 87_Need for Bonds _ _ .062 5 97 Amending Solicitations 080
6 111 :Processing Pfoposals _ 0.62 6 lIt Processing Proposals . . . 0.80
7 59 Sources of Supply/Services 0.62 7 171 Invoices 0.798 107 Bid Prices 0.61 8 153 OrderinngAgainst Contracts 0 079_1 -7 .. . .. .... . ... . .. . .

9 93 Preaward Inqurties 0.61 9 199, Ethics/Standards of Conduct 0 78
10 101 Processing Bids 0 61 10 91 Pubicizing_ Proposed Procutrment.. l i0-7R

II 97 A\mending Solicitations U o() II 14') Contract .Adminstration Planning , --

12 105 Late Bids 0 59 12 191 Contract ,Modiicatrois.'Options ) 7-7

13 153 Ordering Against Contracts 0.59 13 113 Technical Evaluations 0 77
1,0 77 Procurement/Source Selection Plans- 0.59 14 137'Subcontracting Requirements " 75,
I- 195 Bonds 0.58 I5 123 Evaluating Other Terms & Conditions 0.741
16.65 Competition Requirements 0.58 1.16 nolicited Proposal 0741

17 85 -Govnt Property& Supply Sources 0.58 17 93 Preaward Inquines 0 73
18' 75 'Method of Procurement 0 58 18 125 Competitive Range 072
19 89 Solicitation Preparation (IFBs/RFPs) 0 58 19 159 Deiays ) 72
20 95 Prebid/Preproposal Conferences 0 57 20 161) Limitation of Costs o 72
21 71 Pnce Related Factors - 57 21 133 Mistakes in B-dsProposals o 72

22 103 Bid Acceptance Periods 0.56 22 151 Post-Award Orientations 0 ?2
2; 83 Contract Financing 0.56 23 71 Price Related Factors 0 72
24. 139 Preparing Awards 0 56 24 115 Price Objectives 0 71
25 125 Competitive Range 0 55 25 59 Sources of SupplY!ServIces o1 70
26 199 Ethics/Standards of Conduct 0 55 26 161 Stop Work 0 6)
27. 47 Purchase Requests 055 27 145 Protests 0 oX,
28 81 Letter Contracts 0 54 28 131 Conducting Negotiations G (i7
29 79 Sulection of Contract Type 0 54 29 143 Debriefing 0 07
30 113 Technical Evaluations 054 30 87 Need for Bonds 0.67.
31 . 175 Assignment of Clanms I 0.53 31 69 Lease Vs. Purchase 066
321 99 :Canceling Solicitations (IFBs/RFPs) 1 0.53 32. 47 Purchase Requests 0.66
331 67 Unsolicited Proposal_ - - 0.53 33: 163 Remedies 0 66
34i 197 1Claims - '0.52 34, 83 1Contract Financing 065
35 1! 23 I Evaluating Other Terms & Conditionsl 0.52 35 1193 Tenninations 0 64
36 171 ,Invoices 0.52 36; 121 'Cost Analysis 0.63
37 151 Post-Award Orientations 0 52 37 181 'Price and Fee Adjustments 0 63
38 135 Responsibility 0 52 38 81 Letter Contracts o( ',2
39 63 8(a) Procurements ) 51 39 175 Assignment of Claims 001
40 61 Set-Asides 0 51 40 65 Competition Requirements 001
41 159 Delays 0 50 41 95 Prebid,'lreproposal Conferences 0 ,I
42 43 Foiecastin•,_equirercnoi.s t S_) 5 42 197 Claims .
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Table D-6. Rank Order Correlations of Competencies (Continued)

43 69 Lease VsPurchase 0.`0 43 85 Govnt Property & Supply Sources 0 59
44 141 Awards 049 44 75 Method of Procurement 0.59

45 127 Fact-finding _0.49 45 _ 179 Progress/Advance Payments 0 59)
46 143 Debriefing 048 46 109 Responsiveness o 59
47 51 Market Research 0.48 47 55 Statements of Work (I59
48 -157Morutoring. Inspection & A cceptance 0.48 48 195 Bonds 0.58

49 73 Technical Evaluation Factors .... 0.48 49 127 Fact-finding 0.58
50 I. 1/Stop Work 0.47 50 103 Bid Acceptance Periods 0 57

51 169 Limitation of Costs 0.46 5! 187 Detective Pricing 0 57
52 181 Price and Fee Adjustments . 0.46 52 99 Canceling Solicitations (iFBs/RFPs) .o56
53 165 Property .. _ 0.46 53 129 Negotiation Strategy .0 56
54i 167 Reporting Perfomance Problems 0.46 54 167 Reporting Performance Problems 0.56

55 173 Unallowable Costs 0.46 55 155 Consent to Subcontract 0.55
56 183 Accountng and Estimating Systems 0.45 56 157 Monitonrng, Inspection & Acceptance 0 55
57 177_'Collecting Contractor Debts . .. 0.45 57 49 Funding Process. 0 54
58 115 Pnce Objectives .. 0.45 58 101 Processing Bids 0.53

59 9)1 Contract Modifications Options 044 51) 43 Forecasting R5qrminm9ntý

6 117 Cost ad Pi icing Data 0 44 60 53 Specification..
61 53 Specifications 0 44 61 183 Accountin: anid Vti:i'atiniti '- , '

62 137 Subcontracting Requirements 0(43 62 185 Cost Accounting Standards O -P3
63 119 Audits 0.42 63 57 Services Contracting Issues o)47

64 189 Contract Close-outs 0.42 64 107 Bid Prices 0 41

65 121 Cost Analysis 041 65 147 Fraud 2nd Exclusion 0.40
66 133 Mistakes in Bids/Proposals 0.41 66 51 Market Research 0 4s
67 49 Funding Process 0.40 67 1 73 Unallowable Costs o 45
68 163 Remedies 040 68 18') Contract Close-outs i 41

69 55 Statements of Work 040 69 105 Late Bids 041
70" 155 Consent to Subcontract U 3) 70 610 Set--Xsides Ii-)

71 129 Negotiation Strategy 0.31) 71 177 Collecting Contractor Debts ) 3')
72 179 Prorress/Advance Payments 0 39 72 165 Property 30

73 193 Terminations 0 38 73 I 1) Audits 137

174 185 Cost Accounting Standards 034 74 7) Selection of Contract Type 1,37

75 131 Conducting Negotiations 0 31 75 I 17 Cost and Pricing Data 0 34

76 187 [efiective Prtcing [0 - 74 63, 800 Pr,. uivi.i.iii:. 12

S77 145 Protests 028 77 77 Pro,-urement/Sou rce Sulection Mlans (: 3,1
"78 45 Acquisition Planning 0 24 78 73 Technical Evaluation Iaciors

79 147 Fraud and Exclusion 022 79 45 Acquisitin Planning 0 ,-

D)-25



Appendix E: Open Ended Questions

This appendix reports the responses to the opened ended questions by an index of

response categories, a ranking of responses by categories, and a sanitized listing of the

responses.

Open Ended Question 1: How do you view the certification program? (See note

1 below.)

Open Ended Question 2: Is there anything additional you would like to add

pertaining to the certification program and its relationship to a mission read:- profI,:siMna

workforce. (See note I below.)

v|•. **..s..1. "•• '.-'L'J O. YV f1¢a4L U(III~J Ill •.,a>> Urn ",,la •• VItIlIVl IlIJUi•jILUly V~ U.

non-mandatorv, have you attended that you thought were most or least beneficial to you

in the performance of yourjob? Also, indicate why the classes \\cre most or least

beneficial.

Open Ended Question 4: Is there anything additional that you would like to add.

pertaining to the training portion of the certification program or about training in general.

(See note I below.)

Open Ended Question 5: What additional areas of instruction do you think need

to b, added or deleted? (See Note 2 below.)

Note I: Responses to questions I. 2 and 4 wvere combined becausc respondents did not alNa. s anscr the specific
qucstion bcing asked Often. responses contained inan\ distinct and separate Ihoughls. idcas. or opinions. Inan'm ol \\h'ch
ans\mcr,'d imure thain one question at a tine

Note 2: Op•-n ended question 5 \\ as not c\ aluated due to lack of rcsimi.ses

!!-I



Table E-1. Index of Response Categories

Page No.
I. Certification Program Satisfaction and Importance E-6

1.0 Program is Necessary and/or Needed E-6 --
2.0 Program is Perceived as Ia-ving Value/ Worth E-o
3 0 Program is a Good Start Towards a Professional Workforcc E-7
4.0 Program is Meeting the Goal to Improve the Workforce E-8

5.0 Program Provides Positive Changes and Improvements E-9
6.0 Impot•atnce of the Certification Program Standards E--l o

6. 1 Importance of Experience E-10
6.2_Importance of Training .E-1
6.3 _Importance of Education . -12

II. _Certificadon Program Dissatisfaction and Concerns E-1 3
1.0 Program is Meaningless/Unimportant E-13
2.0 Program is Not N Ieeting ils Intended Purpose 4
3.0 Program is a Waste ot Resources b-I5
4.0 Program Keeps Changing E-i
5.0 Program Does Not Reflect Ability to Perlorm the Job E-15

5.1 fHigher Education_Does Not Equate to Ability to Pertorm the Job .E-17

6.0 Program Standards are Too Low E-18
6.1 Lxperience Requirements are Too Low E-19

6.2 Education Requirements are Too Low E 21I
7.0 Enlisted Concerns About the Certification Program -
8.0 Other Comments and Concerns Pertaining to thc Certification Progran 1I23

I11. Certification Program and Established Standards E-20
1.0 Experience Standards - Comments and Concerns I-26
2.0 Training. Sandards - Comments and Concerns - •

2.1 Training Availability E-28
2.2 Training Applicability E-3L.)
2.3 Training Needs and Suggestions E-32
2.4 On-The-Job Training E-35
2.5 Refresher/Follow-on Training E-35

3.0 Education Standards - Comments and Concerns E-35
3.1 Education Funding Issues E-36
3.2 Education Discipline Concerns E-36
3.3 Dissatifaction with Education Requirements E-37

IV. Training Courses Perceived Most Beneficial E-398
V. Training Courses Perceived Least Benefirial 1,-42
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Table E-2. Questions 1, 2, and 4 - Ranking of Responses

.0--Pro-am is Nece-ss-ar-and/ or Needed 10 13

____2. f P rogam_ is P~er~ceived as Having _ValMue/Worth• .......... 45 1
_3._0_Program is a Good Start Towards_ a Profe~ssional Workforce 16. 8
4.0 1h'.ograrnis Meeting the Goal to Improve the Workforce 12 11i

'•5.-0-Program Provides-Positiv~e-Changes-and- improvements ..... .... 7 15
"6. -6Im--portanc-e offthe- Ce-rtification Program S tan.•dards ............. 6 16i

.. .. 6.1 -Im porta ce -of Experience- ........ ... ... ..... . .. 2 4

'.6.3 Importance of Education .__6 1611.-Certification Program Dissatisfaction and Conracer "
1.0 Prog'ram is Maninglessr Unimportant 18 6

-2.5 Program is Po eretived ats Hatrige Vauroe/ot 45 12,

_. 3.0 Program is a GW aste ofResurces a.Professional..o.kforce 1678

:4.0 Program Keeps Chang ovg W 12 I1

5.0_ ProgramP•so des iefect Abilitynto g Pedform Im Jobv 17. 71

... 5.1__Hih'gh~er Education Does Not Equa~te- to Ability toPerform the Job 149
6.0 _Program Standards are Too Low 12 1

6.1 Experience Requirements are Too Low 282
6._2 Education Requirements areToo Low 13 6

7.0 C Enlisted Coances About the Certification Program n1
8.0 OtPer Comments & Concerns Pertaining to the Certificaton Program 19
21. Certification Nrotgram and Established Standards
1.0 ExPro.rience SaWndards - Courents and Concerns
2.0 Traibngtandards - Comments and Concerns 168

2.10TranD t Ability to P m 21 7
2.2 Training Applicability tPfo 24 9

... '2.3 Tra"ting Needs and Sugge~stions- 282
2 .24 ••.']•!•Tr~aining ... . .......... .... 16
2.. ... .. 5 '.i h'(-r:sh. r_, oflow-on Tr__aining 4... . .. . ... ... . ... 18

3.0 Pg Standards - Comments and Concerns 5 1

3_ i -1 Educhlation. Ft .u "dhng..Is~sues. . .......... 18_- ] . i... .3.2 Edu•xieon Riscipline Concerns L 2 2
6.23 disszuction withEducation Requirements a3 1

E-3
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Table E-3. !uestion .3 - Ranking oResponses

, '1

IV, Training C urses Perceived Most Beneficial
Level I Courses

Management of Defense Acquisition Cortracts - Basic 20 2
Central Systems Level Contracting 3 7

_Operational Contracting Fundamentals 4 6
'Principles of Contract Pricing ......... 10 4
.Baoe Level Pricing 5 5
Defense Cost and Price Analysis/Negotiation 2 8

'Level II Courses
____Government Contract Law 23 1

Intermediate Pricing 2 ,
AManagement of Detense Acquisition Contracts - Advanced 13 3
Coatract Administration - Advanced 13 3
Base Contract Administration 5 5
Contract Overbead Management----------------. 3 7

.Levcl III Courses
-Defense Acquisition Contracting Executive Seminar 2 8

Others Cited
Value Engineering 1 9

.Negotiation Workshop
Conti ct Placement 4 6
Propcxty Management 1 9

L Q.AE Coordination 1 9 1
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Table E-4. 2nestion 3 - Ranking of Responses =W

IV. Training Co urses Perceived Least Beneficial
Level ICourses

Management-of Defense Acquisition Contracts - Basic 10I
Operational Contracting Fundamentals 3 4
.Principles of contract Pricing 8 2

-- -Base Level Pricing _ ___ _1 6'

!DefenseCost and Price Analysis/Negotiation 2 5
'Level 11 Courses

Govermnment Contract Law 10 1
'Intermediate Pricing __ __1 _6

Management of Defense Acquisition Corntracts - Ad-vanced 6 .3
Contract Admitnistration - Advanced 1 6i

- Contract Ox,,erhead Man -agement 1

Defense Acquiitionj Contracting Executive Seia I
gnevof Deinsý_v- Acuston contracts - -Executive 2 5

Others Cited
Nalue. Engineering 1. 61
Negotiation Workshop 1 61
Contract Placement 1 6
Envoimmtental Contracting 1 6]
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Table E-5. Comments to Open Ended Questions

1. CERTIFICATION PROGRAM SATISFACTION AND IMPORTANCE

1.0 PROGRAMI IS i, 'ESSARY AND/OR NEEDED
No. 'Demographics Comments
17244 - - 3 6 6 5 1 3 3 5 Certification is a must.
17289 - 5 - 4 4 3 1 6 3 2 It has been needed for a long time.
17293•- -3443123.2Essential.
17298 - - 4 44 1 1 6 3 4Requitea
17340 - -5 5 7 6 1 4 4 7•A needed instrument to improve the work force.
174-59 2- -- 4 22'26 3 2 -'ecessar3y to e sure -classes are attended.
17684 4 -. 5 4 5 1 7 4 4 Necessary to insure a professional work force.
17691 - 3 4 1 1 3 1 2 Needed for quite some time.
17702 3 - - 5 4 4 1 7 3 5 A chance was needed and its better than before
17739. - 6-.4 4 5 1 o 3 7•Necessary requirements to mcci tle cvcr chanuinm w,\ s

we do business

2.0 PROGR-,• IS PERCEIVED AS HAVING VAL UE/VORTH
No. Demographics * Comments
17214 - 4 3 7 7 2 1 3 1 Great.
"1722 0 - - 3175 12 3 Good idea.
17228 - -. 5 6 4 5 1 5 3 5 Good Idea.
17229 - 2 4 4 1 1 2 1 2 GoodProgram.
17230 - 4 4 5 1 1 6 3 1 1 anm happy to see the certification program.
17235 - - 4 4 7 1 1 5 3 5 The certification program is an excellent idea
17237 - 2 4 3 1 1 2 3 2 it's a good projgram:. I don't believe A.IDP and L)A\WkL\

have been stressed enough.
17246 - -. 4 4 5 2 1 . 3 2 Program has good intentions.
I 17D4 - - L .3 i 1 14 z 1 IlKe C ctuicaL1lurI lUequueuieiiH-

17270 - 2 -2 3 1 1 2 1 2 1 think it's a good program -- it motivates people to get the
college classes they need and that they' usually have wanted
but they were just procrastinating, This gives them a

little "push."
17273 - 4 - 2 4 1 1 3 1 2 Very Goo&d
17284 - - 3 4 2 1 1 2 1 2Effective.
172864 - - 544173 7 Good.
17305 - 4 - 3 44 1 6 3 2 It is a good program. I feel everyone who neets the

requirements is qualified for a certificate or warrant
17313 4-- 5 4 5 27 4 4 The prograim is basically sound.
17316 - - 5 4 5 5 1 4 3 4 1 agree with the concept of a certification program
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Table E-5. Comments tW Open Ended Questions (Continued)

17332 6 - - 4 4 41 2 .4 7 Since I have only been with the Federal Government for 10
1736 ...41.. years. It is fine for me.

17346 1 - 4 1 1 1 1 3 it is well structured.
171!73 1 _ - 6 2 4117 2"2"O.K.
17485 - 3 - 2 4 4 1 6 1 2 O.K.
17493 - 3 - 44 6 1 3 2 2 It's ve.y good.

17499 - 4 - 4 5 2 1 3 3 2 1 believe it is a better program than the skill levels
previously used.

175662 -4 21 1 3 1 2:It's fine.
17596 - - 1 3 2 3 1 Z 1 4 1 agree with the certification program.
17615 - - 3 _5 4 1 1 6 3 2 The certification isagood grounding.
17626• 3 - 5. 4 5 2 7. 3. 2It isa wel.l focused program.
17628 3 - - 5 4 4 1 7 4 7 Overall vet good.
1763o 4 - - 5- 4 4 2 7 3 5 1 am satisfied with the :\'LTI> PrgrUdaI

17642 - - 7 6 7 6 1 2 4 1 Positive
17644 - 3 - 2 2 5 1 3 2 1 Idea is good.

17646 - - 4 2 6 3 1 6 3 2 Overall, its fine.

17653 - - 5 5 6.1 1 4 4 3 OK.
i - - 2" 4 3 1 1 3 2 2 I think the certification program is an excellent idea

17657 2 - - 4 1 1 1 7 1 2 Seems adequate and well balanced between the
three requirements.

17665 - - 5 4 5 5 1 1 4 3 A very good idea to encourage training of all
personnel and education.

17666 - - 4 4 4 1 1 6 3 3 Overall, good.

17667 - - 5 6 7 6 2 7 4 2 Cood
17683 - - 5 545 1 1 3IGood.
17687 5 - - 5 4 7 1 1 3 2 Adequate.
176g98 - - ' l 1 -,2IthL,.,the program- 3grcat.

17698 3 - - 5 2 1 1 1 2 1 O.K.
17699 - 5 - 4 6 5 1 6 3 2 A very worthwhile program
17721 - - 55 55 2 1 4 4 2Good tool, much further ahead than other services
17740 - - 2 4 5 1 1 2 3 2 Certification program is excellent.
17768 3 - - 262111 2 1 Good_-sets standards.

3.0 PROGRAM IS A GOOD START TOWARDS A PROFESSIONAL
WORKFORCE

No. Demographics Comments
17237 - 2 4 3 1 1 2 3 2 It's a positive step toward a well tiainelL well educated

work force and that is what it is going to stay competitive
in this time of base closures and downsizin
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Table E-5. Comments to Open Ended Questions (Continued)

1_7256 - 2 - 2 2 1 1 22 2 1 fee] that the APDP ccrtificatIon program is not by any
stretch of the imagination perfect, but is a step in the right
direction.

17274 - 4. -4.5 5 1 6 3 2 It's a good start in the right direction.

17318 1 - - 4 1 1 1 3 1 2 The program is definitely headed in the right direction
17535 5- 4 5 4 2 7 3 6 A process, once refined, that will enhance the ability of"7.- . . .. . . . . . . . . .

government procurement individuals to protect the
government's interest in confidence.

17536 - 4 -3 5 3 1 2 2 6 The current certification program is only the first draft
17615..... 3 5 4 1 1 6 3 2 It is a step in the right direction.
17624 3 - - 5 4 5 27 3 2 A step in the right direction.

17627 - - 5 5 5 5 1 6 3 2 It is a step in the right direction.
17643 - - 7 6 7 5 1 2 4 1 I view it as a significant part of what is needed to ensure

a orofessional work force capable ot r-rovidine eYatlu\ C

customer support. It is not the complete answer
17654 - - 4 4 6 2 1 7 3 4 It is a good start by at least having certain requirements.

some seem low, but maybe in the future they can be raised.
17664 - - 4 5 4 1 1 5 3 2 One small step for contracting in one gant bureaucratic

nightmare.
17673 4 - - 6 3 7 1 7 3 5 Good start towards professionai development of the

acquisition corps.
17696 - - 7 5 6 6 2 7 4 7 Positive step to escalate acquisition.
17702 3 - - 5 4 4 1 7 3 5 Through people's input the system can be "fine tuned" as

. .......... we go along-to better prepare individuals for a professional
work force.

17715 - - 3 4 3 1 1 2 5 1 do not believe it has all the "bugs" worked out CI. tI seems

..that eve base is getting different information to the workers

4.0 PROGRAM IS MEETING THE GOAL TO IMPROVE THE WORKFOR(E
No. Demographics Comments
17220 - - 3 1 7. 5 _1 2 3.2 Improving the professionals of the work force.
17221 -- 4 5 4 1 1 6 3 3_Improving the professionals _of the work force.
17235 - .4.4 7 1 1 5 3 5 It will provide educated, experienced and well trained

contracting and acquisition representatives.
17243 - 4 4 4 1 1 3 3 4 The certification is important in maintainig a high standard

of professionalism for contracting personnel.
17273 - 4 -2 4 1 1 3 1 2 By setting minimum requirements to be certified, you have

a more educated and experienced person making better
decisions. They are also better qualified to guide younger.
less expeiienccd contracting personnel in the right direction
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Table E-5. Comments to Open Ended Questions (Continued)

17348 1 2 4 1 1 2 2 1 Certification proga is a good plan to ensure proper
. ... .... . .. experience, training and education of contracting

professionals.
17491 - 1 - 3 2 1 1 2 2 2 It weeds out the individuals who don't really want to work

in contracting.
17551 - - 2 4 2 1 1 3 1 5 .1 am iladthat the prow-am has come about to

S... . . .. . . . .professionalize this very technical career field.
17563 -.- 3 5 4 4 1 2 3 2.Method of ensunng contracting personnel are trained and

have an academic education.
17651 -.. 2 4 3 1 1 2 1 2 This program incorporates three main factors to produce

the_ best_employees and work productivity.
17652 - 5 - 3 4 5 1 3 3 2 The program is a geat idea and will ensure a trained work

force at the intermediate and higher levels.
17763 3 - - 5 3 5 1 7 31 Certilication ensures that personnel receoe ihhenc'cQssir,

necessary training to complete their .jobs

5.0 PROGRAM PROVTDES POSITIVE ICHANGES AND IMPORVEMENTS
No. Demographics Comments
11/24/ - 4 0 4 1 / 4 2 As a result of the program, traming is more equally

distributed throughout the work force which eliminates
.. .......... or reduces the selective training scheduling which

previously occurred.
17_268 - 2 2 3 1 1 3 1 2 1 think it's good because now we can go to TiP' cla.sse.s,

more often to get the training and education to pertborrn our
jobs better.

173461 - -1 4 1 1 I 1 1 3 By knowing one's level you have a good idca at how
much expenence they have.

17"559 - 3 3 4 1 1 3 Theceti.ic_' .i: I"i,. T ,, n) I.. .. h,-

same playiig field. It allows individuals to prepare
themselves to meet the certificatton levels required for
their positions.

17628 3 - 5. 4.4. 1 7 4 7 Clearly states the requirements so everyone knows what is
. .......... required of them in the career field.

17630 4 - - 5.4.4.2.7 3 5 I am certain that we would not have provided so many
S.. ......... .excellent courses to so many people if it were not for

DAWIA
17644 - 3 - 2 2 5 1 3 2 1 Thanks to this progam. me and my coworkers are finally

able to go to school for formal training. Prior to this.
school quotas were not accessible or available Local
training only applies to the CO's interpretation - which

-L- opinions change dalv ]'each us the hooks

E-9



Table E-5. Comments to Open Ended Questions (Continued)

6.0 IMPORTANCE OF THE CERTIFICATION PROGRAMf STA.NDARDS
!No. Demographics Comments17311 "- - 5 2 6 7 2 0 4 3 Training and experience should be at the heart of any.

certification program.
17313 4 -_.5 4 5 2 7 4 4 Traing and expenence are, in my estimation- co-equals.

_They are both needed to make the whole contracting
... .. professional. Though training was selected as most

'important for item 15, experience could have also been my
choice.

17464 - - 1 5 1 1 1 2 1 2 In reality, all three elements are needed to ensure a quality
work force. Each element contributes to the knowledge
needed.

17625 - " 5.5.7 6 1 2 4 4 'hile selecting experience as most important- I feel training
and educatuon are equally inportan.t.

17657 2 -*- 4 1 1 1 7 1 2 1think that someonejiustgetting into theacquisition OIeid
should already meet the education requirements, and have
taken the necessary training courses prior to actual
experience.

17699 - •- a 6 _ 1 6 3 2- 1 would rnik thbe elemients -a expenence, education then
training

6.1 IMPORTANCE OF EXPERIENCE
No. Demographics Comments
17238 - - 4 6 6 1 1 5 3 1 1here is no replacement for experience. Experience

contains knowledge not achievable in the classroom.
1720 - - 2 1 4 _5 1 2 1 2 1 feel experience is the greatest hetor in ioh proficiency

17265 .2 22 3 1 2 1 2 People learn more from experience and "on-hands
learning

17281 2 23 1 1 3 1 2 It should be centered more around experience.
17298 -- 4* 4' 41 1 6. 3 4 Experience is by doing. not front a book
17299 - - 4 4 7 4 1 6 3 7 It is less important to be career broadened ("pogoing" a few

months here and a few months there) than it is to dig in, spend
tune and really learn a particular area and then move on.

17302- - 5 4 67 144 1 .Expernence out weights most degree programs, particularly
when those degrees were achieved with very low GPAs.

1_7309.--' 25 4 6 5 12 443 7Hands-on experience is the only way to develop
contracting skills.

173,10 - - 5 5 7 6 1 4 4 7 L.onger "hands-on" experience for each trainee.
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Table E-5. Comments to Open Ended Questions (Continued)

7494 - 3 - 2 4-1 1 2 3 3 1 believe experience is extremely important role A two
year SSvt cross trainee does not have the same knowledge

............ experience and probabl,- can not handle ditficult acquisition.,
as a 5 to 10 ycar experienced SSgt

17522 - 3 - 3 5 3 1 7 3 6 Should be equally weighed between trairing and experience.
17530. 3-2- 53.2 7. 2163. 3 Too easily training certification surpasses experience and

leave a void in job knowledge really needed College isnt as
important as currently weighted and experience should be
more. there should he a leveling off between the two.

17544 - 2 2 5 2 1 3 3 2 New ideas are good, but, job experience and know how
are much more important.

17622 - - 5 5 6 5 2 7 4 2 Experience and mobility are the keys.
17638 - - 6 4 7 5 1 2 a 7 I believe experience is the most important teacher

7,.3, - - " 4 5 5 1 5 4 7 t.\perience is what mA~kes : .c,,d ,'nrrn, pcr.,n
17643 7 6 7 5 1 2 4 1 Quahty of experience. quaLity oft'he individual. reardlkss

of whether they have attained certification are keys.
17658 - - 1 2 4 5 1 3 2 2 Frequently the expertise required at the operational level is

above that achieved.
17665 - 1 5 5 1 1 4 3 These aiu wcas Lhat need to be emphasized. but expcrience

is the most Jmporant factor. You can have a deaee and
all kinds of courses- but without the hours of experience VOu
can't be ve."y knowledgeable or ettective

17699 - 5 -. 4 6.5 1.6.3 2. You cannot under estimate experience from the orund up.

working in the trenches
17700 - -4 2 6 4 1 1 1 4 Experience should carry more \eight than dcgriee

requirements
17722 5 - - 6 5 7 2 7 4 7 Training and most certainly educatiom can't Take the place

of experience.

6.2 INHORI'TANCE OF TI"INING
No. Demographics Comments
12292 " -. 4.4. 4.1.12 3.1 Required courses are adequate in sublect and number for the

certification program.
17464 - 1 1 1 1 2 1 2 Training is the way to improve the work force. The more

. .. knowledge you have, the better able you will be able to apply
the principles in the work force

17544 - - 2 5 2 1 3 3 2 Job training is so much more important than a masters
degree in educ:ationorwbasket.wcaving Traithepplc who

.......... are in the .lObS now.i

*****/
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Table E-5. Comments to Open Ended Questions (Continued)

17553 - 1 41 3 3 1 2 2 2 1 think training is the most important due to the fact that the
contractors know more than the government employees
governme:it employees.

17621 - - 3 4 4 1 11 3 2 With the downsizing of thc AF. experience is being lost.
Training is becoming more important.

17645 - 5 - 3 3* 3'3 1 6 2* 2"Provides good training.
117699* -'5'-'46.5 4 6 63'2 AF training is the best I am an advocate of training and

send my subordinates when I can.
. ... . . . . . . . . . . . .. . . . . . .. . . .

6.3 IMPORTANCE OF EDUCATION
No. Demographics Comments
17244- -- 3 6 6 -5 1 3 35 Education requirement is very critical to ensuring that

new employees, as well as current. are well qualified
1726w - - 2 1 4 5 1 2 1 2 Too much emphasis onf educaiion at the io,\wer lev1l6

17493 - - 4 4 6 1 3 2 2 The overall education is ver, important in bringing
protessionalism to the career field.

17651 - - 2 4 3 1 1 2 1 2 If we have a strong education backbour .J we easily
... grasp new materials and complete the required training to

limufiie ain C W•-i-pw.Lu, work, force.

7664 - - 4 5 4 1 1 5 3 2 No way to incentives education.
17705 - - 4 2 7 2 1 1 3 6 1 feel it helps personnel with a decee, but does not help

those without a degree.
1 7553 -- 1 4 3 3 1 2 2 2 1 thmnk training is the most importatit due to the fact that the

contractors know more than the government employees
government employees

17621 - 3 4 4.1 1 1 3 2 With the downr;izing ofthe AF. cxperience is being lost
Training is becoming more important.

.7o45 - 5 - 3 3 3. 1 6 2 2 Provides good training.
17699 - 5 - 4 6 5 1 6 3 2 M training is the best. I am an advocate of training and

send my subordinates when I can
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Table E-5. Comments to OpernEnded Questions (Continued)

II. CERTIFICATION PROGRAM DISSATISFACTIONA ) CONCERNS

1.0 PROGRAM IS MEANINGLESS/UNIIU'ORT'IANT
No. Demographics Comments
17219 - - 4 4 5 1 1 4 3 4 People are "filling blocks," getting certification but don't

understand the job.
17234_- 2 4 4 3 1 1 3 3 Nothirng more than another block to check oft.

.... . It has gotten to the point were a certification is no more
-. . . meaningful- than a high school diploma. Put in the time.

attend the courses and you'll receive your certification.
17264 -.- I1 4 4 1 1 2 2 2 There are many excellent contracting specialists who have

,. . . have been doing outstanding work before the certification
program. which proves certification progams aire not
necessary to ma;kek a person a per son i AO,.d tu\-er

17301 6 5 6 6 2 7 4 7 1)oesn'i mean anThimg. Requirements arc too easy to nvcct
1731] -. 5 2 6 7 2 6 4 3 Hang on the wall decoration, check-off, fili the square item.

................... Just another piece of paper program that means nothing
to those out-ide of contracting.

p 7 318 i - - 4 1 1 3.1.2 .Obtainmig a level I certitication really does not mean
anything.

17485 3 -. 2 4 4 1 6 1 2 Seems as thou&h certifications are tiven out rather than
earned.

17544 - - 2*2 5 2 1 33 2Asa.oke.
17571.- - 2 2 4 3 1 2 3 2Wvhile I agree with questions 11-14. 1 do not believe the

certification of the people I work with makes a dift'rence.
I7615 3 5 4 1 1 6 3 2 If i go for the level three, will this cenification mean

........... anything in 10 years.'
1 7619 - - 3 1 .t 1 3.1 lncnnseqn,,entql C fnificat ,n Ml n
17623 5- - 5 5 6 2 7 4 6 It appears the certification proaram parallels what the

contracting community was already doing in the area of
training and education (so no change.)

17633.- - 5 5 53 3124 Anothersquar to fill.
17636. - - 5 4.3 1.6.3.3 Another square to fill.
17639 - -5 4 5 5 1 5 4 7 As a "block checking" exercise.
17662. - 3. -. 3.4. 5.1 3.2.2.Just filling the blocks.
17663 - - 4 5 4 1 1 2 3 1 Just another block to check.
17682 - - 5 6 6 5 2 6 4 7 The goal of a stable well educated professional work force

with level I. 11 and Ill certifications must have some reward
.. . . . . . . .. .. .system tied to it that is both meaningful and realisiic. l'illing

the squares with certifications just won't do it
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Table E-5. Comments to Open Ended Questions (Continued)

2.0 PROGRMi IS NOT MEETING ITS INTENDED PURPOSE
No.- Demographics Comments
17249 - - 5 4 7 4 1 2 3 3 Sounds great on paper by not realistic
17299.- - 4.4.7.4. J.6,3. 7.As notserving the purpose for which it is intended.
17246 - - 4 4 5 21 ,5 3 2 Appears to usurp ail individual managers judgment when

hiring or filing slots.
17,247 - - 4 3 6 4 1 7 4 2 The certification program and various intern programs

are good but do not provide a professional work force. Too
_may people are in the work force who are well intentioned
but are not as well informed as they might think.

17255 - 4 - 2 4 1 1 6 2 2 DAWIA seems to be a "knee-jerk" reaction to criticism.
One sided, caters to systems contracting requirements and
ignores operation base level peculiarities. Requires base
level per;ormei. :spccifically enlisted. tc learn conccits
without any real opportunity in apply ihat knowledge I teel
there should be a duel certification system. One designed
for systems level acquisition and the other base level activities.
Most of the systems related concepts are never used by
.operational activities or forgotten before the opportunity
arises for their application.

17296 - - 4 5 6 2 1 3 2 2 Those who operate these programs and provide
certifications don't have a clue what actually goes on at the
desk level, i.e.. the problems which are "real.' Until pecplc
-.at the problems level get heard and are given some power
to find and implement solutions. your proarams are useless
for readiness. bur you'll l&ee good about them. ihat is all
that is ensured.

17523 - 4 - 3 5 3 1 2 2 2 An unrealistic way of trying to prot'essionalize the field.
H17532 - 3 - 3 1 3 2 7 3 6 Program is not realistic and puts emphasis on system ievel

not operational.
i7560 - - 3 3 5 1 1 1 3 2 Its intended purpose has gone by the wayside.
17639 - __ 5 4 5 5 1 5 4 7 The idea behind it is good, but in implementation the

attitude seems to be "get it done push 'em through."
17766 - 4.- 4 2 5 1 2 1_2_1 am not sure if a great deal of thought, on un individual

basis, goes into achieving the certifications People I deal
with want the certification for reasons that have nothing to
to do with increasing their proficiency Its been mandated
that they get certified and to protect their careers- the\ gel
certified.
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"Table E-5. Comments to Open Ended Questions (Continued)

.0PROGRAM IS A WASTE OF RESOURCES

No. Demographics. Comments
17247 - - 4 3 6 4 1 7 4 2 The government is losing big bucks.
17255 - 4 - 2 4 1 1 6 2 2 Training, unless focused is largely a waste of resources.
17296 - - 4 5 6 2 1 3 2 2 It is a waste of time and resources. These certification

. ......... programs are almost as wasteful as DOD's TQM progam.
17309. - 5 4 6 5 12 4 3 Wasteoftime.
17681 - - 5 5 5 2 1 1 3 1 Waste of Time.

4.0 PRO GRAM KEEPS CHANGING
No. Demographics Comments
172 14 - - 4 3 7 7 2 1 3 1 Be consistent - true changes are necessary. however

constant changes ace unnecesay-v

17457 1 - - 4 1 1 .13 1 2.The requirements keep chang;ng, which makes' t athai
much harder for an individual to become cernified.
especially when classes are so hard to get.

17571. -2.2.4.3. 1.2. 3.2.It keeps changing, the requirements, the classes. the

S....... ........ .grandfathering - How's. on earth can it be effective with
all the changes.

17614'--_34*43*2 1 3 2 Don't keep changing it. it devalues'the system. -

5.0 PROGRAMI DOES NOT REFLECT ABILITY TO PERFORM TIlE ,JOB
No. Demographics. Comments
17230 -" -4.4.5.1.1.6. 3 1 One's experience or education are not necessarily indicative

on one's motivation to provide effective customer support.
17234. - -. 2.4.43.1.1. 3.3 It is no measure ofcontracting knowledge. aptitude or

I ........... application. everyone gets one. regordless.
11.7238--4 6 6 1 1 5 3 1 ,A peso cand~l achievel~l all the• triningll[ educ.atton•II Icpporl~k/tulnldlc

afforded to an individual, however. be lacking in the real
life lessons learned through experience.

17249 - - 5 4 7 4 1 2 3 3 While training and education are valuable, 1 have observed
they often give us educated idiots incapable of functioning
in the governments bureaucracy.

17265 - 2 - 2 2 3 1 2 1 2 1 don't see how this is going to make people know their
job better.

17332 6 - - 4 4 4 1 2 4 7 I think there may be too much rigidity and a failure to look

........... at practical experience and application
.o . . . . . . . . . . .
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Table E-5. Comments to Open Ended Questions (Continued)

117337 -6 4 7 6 2 4 4 7 The certif ication program is a good indication of ability or-
.. .. . . . .. .professionalism only if the individual being certified has the

... . .. .ability to conduct hiniselfiherself in a professional maniner'.
. .. . .. .. .The same experience, training and education given to two

individuals will not necessarily result 'in the same degree of
......... professionalism.

17419*3 - - 4"4*4 2 7 2 6 .Bogus - does not really reflect what you kn~ow - only that
.......... that you are able to pass. a course. I feel an essay exam

would be beneficial to see what level of understanding and
knowledge. an individual has.

17459 2 -- 4 2 2. 2 6 3 2 Many individuals spend their first 2 years in one branch

. .. . .. .. .doing one job and are then considered contracting experts.
17538 -3 -2 5 5 1 7 3 6 A doctorate without the ability to "'apply- the knowledge is

the qwvlen. o il teacv;\ulriflu ceriicitn sloL&I iii

based on a persons ability to apply the knowledge This
would reduce the high percentage of incompetence.

17544 -- 2 2 5 2 1 3 3 2 Promote the ones doing the wor k. Common sense and
experience are what count. I would rather have someone

wrigwith me that knows the job and cýan think-, rather
........ than someone who thi nk-s they know everv-thinz.

17571 - - 21 4. 3. 1. 2 32No matter how much of these things some people have.
they are still inadequate, do a poor Job and think they k-now
it all.

17612'-'-'4 5'4'1-1 6'3 2'1 feel the certification program does not adequately reflect

the actual knowledge of contract ing personnel
17624 3 -- 5 4 5 2 7 3 21 Certification doesn't necessarily equate to ability it) do thle

job. In the rush to get mass certifications, I think- We have
let some through the cracks that shouldn't -ct there.

17634 4 -.-. 6.4.6 2.7 4 '21 have people who arc level El certified. yet they have little
experi ence other than I m inor 'job.

17638. -.-. 6.4. 7. 5.1.24. 7.A piece of paper does not ind'icate how well a person will
7677.............perform his/her Job.

17577 5 6 4 5 2 7 2 4 Piece of paper is worthless unless person has actually
. .. .. . I .performed the function. Doubtful that a 4 year Captain/

-.. .. .. .. . .Jr. Major rated as a level III would perform successfully as
a Director of Contracting.

. . . . .. . ....
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Table E-5. Comments to Open Ended Questions (Continued)

5.1 .HIGIER EDUCATION DOES NOT EQUATE TO ABILITY TO
PERFORM THE JOB

No. Demographics Comments
17261 - - 2 5 4 1 1 3 1 2 There is no possible advancement unless you meet the

certification requirements and I wonder what that does to

the motivation of goo& expenienced employees that don't
meet the educational requirements.

17297 - - 3 4 4 1 1 6 3 2 Classes in business are not essential to being a successful
contract negotiator/PCO. In fact, best negotiators/PCOs
I've seen and worked with have degrees in areas other than
business.

17312 - - 5 4 6 5 2 2 4 3 I have supervised persons with a lessor amount of
experience, and they are generally less prepared to perform
unless assisted.

17,44 - 2 - 2 - '5 1 3 2 There are more educated dummies coming out of this
certification program than imaginable. Just because you
have an education does not mean you are qualified for one

..... . . . . . . . . . ~ Co h .. 1.l
01. ths.. .. L. 'Not tur- UILtb WiiU n1ay LIM CUUUatLIUJI aL1 iiIC.

17560 - - 3 3 5 1 1 i 3 2 We have all these educated idiots with no practicable
experience. If circumstances preclude you from getting
your 24/36 hours you are not promoteable- but yet you may
have 20, years of experience.

17622 5 5 6 5 2 7 4 2 Some with PT1 IDs couldn't award a purchase order vet the\
are the ones that advance.

17638 - - 6 4 7 5 1 2 4 7 To exclude personnel who have proven their ability on a
.day to day basis by denying them certainlobs because of
lack of a degree, is ridicules.

17639 - - 5 4 5 5 1 5 4 7 We have plenty of contracting ofticers with masters
degrees and only 2-3 years in the field who wouldn't know

a sound business decision if it struck them in the face.
17643 7 6 7 5 1 2 4 11 believe that there are many individuals without formal

college courses or degrees in other than business who are
are outstanding contracts people. I think the degree,;
business requirements in the certification requirements are

.short sighted in that respect.
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Table E-5. Comments to Open Ended Questions (Continued)

17646 -"-4 2 6 3 1 6 3 2 As someone with 18 years contracting experience and

... . . . . . .... little college. I feel like DOD is de-valuing my worth as a
a productive and useful employee. No amount of education
can equal experience on the job. To require college

......... . education in today's environment (where college is the rule
rather than the exception) is fine. But to insist that those

. . .. . . ........ with experience need to go back and get it makes no sense,
and worse, suggest we should have to take a test to prove
our contracting abilities when we have been doing the job
all these years - what purpose does a test serve at this
point?

17647 - 2 1 4 4 1 2 3 2 It seems it doesn't matter how much experience you have
or what your appraisal rating is as long as you have a piece
.ot paper st'atin,, you have a college educatirn.

17682 - 5 6 6 5 1 6 4 7 The ortginal goal of a masters demee or hiuhcr made Al'
.. . . . ....... funded training for masters degrees. but work didn't

........... improve, only the attitude that now these people should be
be promoted to higher positions without expenence.

17688 - - 2 2 4 1 1 2 2 2 .My experience has been vital to the mission but my lack ot
a degree does not mean I am not teachable or promoteable.

117709. - 4 2 7 5 1 2 3 3 There are many employees who currently possess up to

. ........ .. .twenty years in contracting experience who lack a
........... bachelors degree. These people have the qualifications to

do the job. however, due to the fact that they don't have a
degree, they are being hindered from further promotion
(beyond ,S-121 1 am not advocatine not pursuing a

S........... college degree, however. I think in this situation everone
I i. 1 I I 1.3i . , - - - - - - - -

iUSC:S, tile IIIun, IOUI mii tlu C the It l.lluI~iLt L'IC a 5M)U JUCO.' Lk'

further incentivize the work force by establishing GS 12-.13:
training positions for those in pursuit of masters degrees

. . . . . . . . . . . . .i

6.0 PROGRMM STANDARDS ARE TOO LOW

'1No. Demo -graphi -cs Comments
17220'- - 3 1 7 5 1 2 3 2 Not enough experience and training.
17284 - 4 2 1 1 2 1 2 Should require more training and education.
17485 - 3. - 2.4.4.6 I1 2 Levels for experience, training and education are too lenient.
17534 - 3 - 3 5 2 1 7 3 6 Standards are too low.

. . . . . . . . . . .
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Table E-5. Comments to Open Ended Questions (Continued)
7537 3 -4 3 1 1 7 1 6 1 have- heard many people say the majority of the --

S...........contracting personnel will never see the level 3 =•

certification. If this is the case, I suggest the criteria to
. .... . . .. ..... obtain this level be changed to 10 years in the experience

fea..and a masters degree m the education area.
17625 -"- 5 5 7 6 1 2 4 4 The current requirements are to weak. More should be

required for each certification level.
17675 4 - -. 5 4 3 2 7 3 4 The old certification program was a better program due to

more stringent requirements.
17678 5 - - 6 6 5 2 7 4 3 Not strong enough, especially at level Il.
17682- -- 56 6651 6 4 7 SAF.AQ has put its mark on this program and then opted

for mediocrity by giving in to the years of experience and
educational critera.

17723 - - 5 4 7 2 1 o 4 1 It has been dilLited recently with the deiction of,,.A'1 ,,I
the original requirements The certification does not mean
as much as it originally did.

17729 -- 5 5 5 4 1 6 4 2 Maintain the high standards or the whole process becomes
meaningless.

17731 4- - 5 4 3 2 7 3 5 1 believe people from other career fields can become very
competent in contracting with the proper training in the time
frame currently established.

6.1 EXPERIENCE REQUIREMENTS ARE TOO LOW
No. Demographics Comments
172.56 - 2 - _2 2 1 1 2 2 2 I feel more emphasis should be put on tLme experience and

position held experience
17274 - 4..- 4 5 5 1 6 3 2 1 thought the AF was absolutely right with their initial

. . . . . .... requirement of 2.'4; years experience. Many people in
our field have one year experience. 4 times.

17298 - 4 4 4 1 1 6 3 4 More time (experience) is needed.
17299 - -- 4 4 7 4 1 6 3 7 Contract specialists should serve at least two years in each

grade before advancing to the next grade.
17310 - -. 6 6 7 7 2 7 4 3 Was OK until AF relaxed the experience levels to 4 years.

Four years is not eno-ugih to build a basis for good judgment
decisions by senior managers/squadron commanders.

17312 - - 5 4 6 5 2 2 4 3 Experience requirements should be lengthened to 2. 4 and
10 years for levels, respectively. Breadth of experience
should also be addressed

17313 4 -*--5 4 5 2 7 4 4'1 feel 8-10 years of contracting! acquisition experience
should be a prerequisite for level II certification
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Table E-5. Comments to Open Ended Questions (Continued)

117316 - 5 4 5 5 1 4 3 4 I disagree with the current certification experience
requirements for level I and rl. At the very least these
levels should be raised by one year.

1731 7 6 - - 5 7 6 2 7 4 4 Need to return experience requirements back to 114,8
years respectively.

17330. - 3.2.5.3.1.2..3.3 Experience should be raised to more number of years as it
takes more than 4 years to be proficient in an executive

.. . . . . . . . . . .position.
.17459 2 - - 4 2 2 2 6 3 2 More experience requirements should be included.
17494 - 3 - 2 4 1 1 2 3 3 The experience should be increased.
17497 1 - - 4 1.2.1 2 1 2 I don't hke the recent change m-the number of years of

experience required, especially at the level 2 and 3.
17499 - 4 - 4 5 2 1 3 3 2 The experience requirements are too lax.
1753o - 4 - 3. 5 3 1 2 2 6 The experence levels changed i.e. if you ve gone to T.

schools in 2 years to get level 1B certitication - yoU have the
schools but no real experience because you've been in
school and that is not experience.

17560.- - 3 3 5 1 1 1 3 2 I'm for improving yourself but experience in the APDP
arena doesn't account for enough any more.

17611 - 4 4 4 1 1 1 3 1 To obtain a higher degree of knowledge, the experience
level num.ber of years is far too low. Although the trainingm

S........... and education is of ireat importance, without proper
applicaton a high degree of knowledge and expertise cannot
possible be obtained.

17623.5. -. - . C.- 2.7.4.6.In the area of experience the requirements are almost
laughable I don't know why we need requirements fbr
experience if they are going to be so easily attained. They,
c--rt'ainlx-. nn't nrnvtd.o the cnn

6
-u 7t' z n ones n b ltltts

La l .. .. .. . ...- i d -. --.. .. .... o n t . .. .. .. ... ...it

that one would expect from a certification program.
Raise Them;

17625.- -5155 7 6,1124. 4 The 2 andd4 years expenence to be a level.l and level II
S.. . . are totally inadequate.

17627. -.. 5.5.5.5.16 3. 2More stringent experience requirements for GS-9 and
above should be required.

17630 4 - - 5 4 4 2 7 3 5 Ibelieve the AF standards for experience, 2/4/8 years
S... ........ were smart. I believe that DOD rules of 1/2/4 years are

too easy. In this complex career arena, 4 years can't be
enough to qualify someone as an "expert."
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Table E-5. Conunents to Open Ended Questions (Continued)

17634 4 - - 6 4 6 2 7 4 2 I1 is weak because the experience time is too short Level

II certification should be changed to 5 years and at least
two different contracting jobs. Le~el 111, ten xears and at
least 3 different contracting positions.

17638 - - 6 4 7 5 1 2 4 71 think the number of years required is too short a period to
achieve a quality mission ready work force This is due to
. ..the lengh of time required in the contracting process itself.

17639 -. 5.4 5. 5. 1. 5. 4. 7.Level Il contracting officers with 2 years experience, this
.......... ....... .Joke. You CAN NOT learn contracting in 2 years.

You will not be a good contracting person in 4 years.
These minimal experience requirements are obviously set
so that management can continue to promote their favorites,,
in the face of ineffective certification requirements.

1/7642 - - 7 6 7 6 1 2 4 1 The experience levels are not long en,,uu•-h
17666 - - 4 4 4 1 1 6 3 3 Expenence requirements should be higher.
17678 5 - - 6.6.5 2 7 4 3 .More years experience for level 11 and III.

Currently we have situations where inexperienced people
are holding director/division positiolls.

.... . -. . . . . 3 .4 .Experience requirements (2t/4'8 yrs) was appropriate until it
'M. .-. was reduced to meet Anmy standards (1,2/4). Now level

H lost it's prestige.

6.2 EDUCATION REQUIREMENTS ARE 1OO LOW
No. .Demographics. Comments
1 7228 - - 5 6 4 5 1 5 3 5 Need more focus and increased requirements on col lege

graduate education - specifically in the area of busines.s
and financial management. Need more financial and asset
management i, , t.. '...n.. r.' =j, a.. . .

management focus.
17229 - - 2 4 4 1 1 2 1 2 Require a BS.BA 4 year degrec.
17236 - - 2 5 2 1 1 5 2 2 Masters level degree for management positions.

17302 - -5 4 6 7 1 44 1 Although attempting to qualify members of the contracting
. ........... community as a professional body, I do not believe that the
. ... . . . . ...... educational requirements support that designation with a

requirement of 24 hours of business courses or any degree.
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Table E-5. Comments to Open Ended Questions (Continued)

17313 4A 5 4 5 2 7 4 4 Regarding education. I feel a degree is essential to keep
the "Certified Acquisition Professional" tag from beiM g
hollow. Cranted, it was prudent to grandfather some of our
folks, from that point on, degrees should be mandatory' for

............ any not covered under the tmtial "GF." Specifically. the
degree should be in business, accounting or contract
management.

17317 6- -'5.7'6.2.7.4.4.If we really want to be a professional work force. need to
to make a degree mandatory.

17491 1 1 "_ 3 2 1 1 2 2 2 It does not provide any compensation for your
achievements and extra schooling you have obtained,
I think you should have at least a bachelors degree in
Business or a related area to come into contracting.

117493 - 3 - 4 1 3 2 2 1 feel that hi.her levels of ceriification shOulId Ie
accompanied by a BA not .ust 24 hours of business
courses.

17615 - - 3 5 4 1 1 6 3 2 Education requirements should be more strict.
17625 - - 5 5 7 6 1 2 4 4 Requirements of a Bachelors degree would appear more

pnnrn Rte if not at least an Associates degree related

to business.
17667 '- - 5 6 7 6 2 7 4 2 Should required a degee.
17678 5 - - 6 6 5 2 7 4 3 A level three should have a dearee.
17694 3 - - 5 2 5 1 1 1 1 1 believe the education requirements should becomc mo-re

stnngent with increasing cei-ification levels.

7.0 ENLISTED CONCERNS ABOIT" TIlE CERTIFICATION PROGRAM
No. Demographics Comments
17493 - 3 - 4 4 6 1 3 2 2 Contingency contracting training is essential to base level

or operational contracting. Most members are inept when
it come to functioning in the true aspects of the mission

17536 - 4 - 3 5 3 1 2 2 6 The current certification program does not match up
with enlisted OJT requirements. Programs need to
to compliment each other in lieu of hinder on another: i.e..
what I need to get my 7-level upgrade has nothing to do with
my certification requirements

17537 - 3 - 4 3 1 1 7 1 6 Enlisted members should not be excluded from working in
systems command or material command. By allowrngz
enlisted contracting members to work at any and all
commands that the AF has to offer, a mission ready
professional work force is within reach.
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Table E-5. Comments to Open Ended Questions (Continued)

17497 1 - 4 1 2 1 2 1 2 Once again the AF doesn't stick with a pro-ram because
............. there are not enough trained people to 1il the slots. Keep

the pilots out.
17503. -. - 3.1. . 1. .3 I believe it :s a way to keep from promoting those

............. employees_ that have given their time and energy on the
17. .. . job and not in college.

17523 4 - 3 5 3 1 2 2 2 Revise certification within contracting. i.e.. operational
command, etc.

17560 - - 3 3 5 1 1 1 3 2 Over done to an extent.
17615 - - 3 5 4 1 1 6 3 2 It is not very well understood by employees and personnel

offices. It doesn't specialize enough in the types of contracts
we use.

17624 3 - 45 2 7 3 2 Needs to go further, professionalize it completely with
appropr-iate amrde structure to Nick it up U LI ted_ c \ i:m
and officers are required to march to a higher standard in
the acquisition field, compensate them accordingly

17630 4 - - 5 4 4 2 7 3 5 1 believe that everyone should be required to apply every
.... . ....... certification level, i.e., not skip levels based on their current

n,,,: ,, fas •x ,ence.
17634 4 - - 6 4 6 2 7 4 2 Certification levels should be something to real ly stive fr

17651 - - 2 4 3 1 1 2 1 2 The certification program should be enforced continuously
17675 4 - - 5 4 3 2 7 3 4 To havea imission ready work force. we need more militir,

in the carecr field with a better "path to achievement. Just
like pilots. A protessional corps should he maintained without
rated sups coming in as the division chief.

17682 - - 5 6 6 5 1 6 4 7 It is the only current mans to identify personnel th;it
desire to seek professional status throug'h self-motivated
external training, but falls short. Certificaton won't make
our -lobs easier when we have less human resources to do
this-job Without recertification or proticiency testing. once
certified, your a "lifer."

17683 - 5 5 4 5 1 1 3 1 With the on-set of IPTs. the PCO/ACO and PM should
be merged at the executive level to ensure a proper team

.............. arrangement. I think a PCO should be certified as an ACO
and vise versa. There should be a recertification process.

............. e.g., a one day seminar.
17702 3 - - 4 4 1 7 3 5 Presently. I don't think enough time has elapsed to assess

what is in place
17630 4 - - 5 4.4 2 7 3 5 1 believe that everyone should be required to apply every

certification level. i e.. not skip levels based on their current
number of y'ears of expcerience
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Table E-5. Commnents to Open Ended Questions (Continued)

17497 1 - 4 1 2 1 2 1 Once again the AF doesn't stick with a program because
there are not cnough trained people to fill the slots. Keepl
le pilots out.

"17503 - - 3 1.5 I. 1 3P 2 I believe it is a way to keep from promoting those
. .......... employees that have given their time and energy on the

j .ob and not in college
17523 - 4 - 3 5 3 1 2 2 2 Revise certification within contiacting. i.e., operational

command- etc.
17560 - - 3 3 5 1 1 1 3 2 Over doneto an extent.
17615 - - 3 5 4 1 1 6 3 2 It is not very well understood by employees Pnd personnel

S... . .. . ....... offices. It doesn't specialize enough in the types of contracts
S. . .. . . . . .V e use.

17624 3 - - 5 4 _2 7 3 2 Needs to go further. piofessionalize it completely with
. . .prpr,-iate graue sLruacture 1 n-ir it Up. Linl d.
and officers are required to march to,, higher star.tr ,

the acquisition field- compensate them accordingly
17630 4 - - 5 4 4 2 7 3 5 1 believe that everyone should be required to apply even.

certification level, i.e., not skip levels based on thleir current
number of years of experience.

17634.4. -. -. 6 4 6 2 7 .74 2 Certification levels should be something in really strive for
17651 -- 2 4 3 1 1 2 1 2 The certification program should be enforced continuous•l
17675 4 - 5 4 3 2 7 3 4 To ha~e a mission ready work force, we need more militar,.. . . . . .. . . .. in the career field with a better "path to achievement.'" ust

like pilots. A professional corps should be maintained without
rated sups coming in as the division chie.

17682 - " 6 6 5 1 6 4 7 It is the only current means -to identifv personnel that
desire to seek professional status through self-motivated
external training, but falls short. Certification won't make
our jobs easier when we have less human resources to do
this job. Without recertification or proficiency testing, once
certified, your a "lifer."

17683 - 5 5 4 5 1 1 3 1 With the on-set of lTs. the PCO/ACO and PM should
be merged at the executive level to ensure a proper team

S.......... .arrangement. I think a PCO should be certified as an ACO
S........... and vise versa. There should be a recertification process.

e.g., a one day seminar.
17702 3 - 5 4 4 1 7 3 5 Presently. I don't think enough time has elapsed to assess

Swhat is in place
17630 4 S 4 4 2 7 5 1 believe that everyone should be required to apply every

cerltfication level. i e . not skip levels based on their current
number of years ,f expericnce
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Table k-5. Conmments to Open Ended Questions (Continued)

17634 4 6 4 6 2 7 4 2 Certification levels should be something to really strive for.

17651 - - 2 4 3 1 1 2 1 2 The certification program should be enforced continuOu.iiX.
17 672 4 - 5 "4 3 2 7 3 4 To have a mission ready work force, we need mole militua

in the career field with a better "path to achievement." lust
like pilots. A professional corps should be maintained without

rated sups coming in as the division chief
17682 - - 5 6 5 1 6 4 7 It is the only current means to identify personnel that

desire to seek professional status through self-motivated
external training- but falls short Certification won't make

............. our jobs easier when we have less human resources to do
.. this job. Without recertification or proficiency testing, once

certified, your a "lifer "
17683 - 5 5 4 5 1 1 3 1 \Vith the on-set oflPTs. the tC(A:\CO and.h\l should

be mergegk at the execut Xe Cevel I, ienure , pi, i-.Z-i"
arrangement I think a 1 P() should be certlfied ais an Wt>
and vise versa. There should be a recertification proce'ss. i
e.g.. a one day seminar.

17,0Q,-2- - 5 4 4 1 7d l... on't thinilk- cn-juus ph ie ha, elapszedl i) a1SsCseSK . .......... what is in place. j
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Table E-5. Comments to Open Ended Questions (Continued.'

11. CERTIFICATION PROGRAM AN-D ESTABLISHED STAIND.ARI)S

1.0 EXPERIENCE S'I'•NDARDS - COMMENTS AN') CONCERINS
No. Demographics Comments
17244 - - 3 6 6 5 1 3 3 5 Private industry experience is also a good method of

acquiring expenence personnel in DOD procurement
17312 - - 5 4 6 §5 2 2 4 3 1 have found personnel. who have at least some experience

in the operational squadrons, possess invaluable skills dealing
with short lead-times, emergencies, changes in specifications.
delays and the effects of changes on schedules and prices.

17330 -. - 3 2 5 3 1 2 3 3 An individual could be grandfathered if they have greater
than 10 years of experience as of I Oct 91. this does not
equate.

1 74'0 71 4 1 2 I 2 1 2 \cwconmers to the career K'wid irc d•,ucrt., in theirk
of experience ,n how contracting is r-.n

17522 - 3 - 3 5 .3 1 7 3 6 People with the most training after minimal experience
receive highest certification level.

117559 - - 3 3 4 2 1 3 3 2 As exp-menced in my working arena, this is being
circumvented by management whMo fabricate prior

S........... experience to help individuals qualify for the ten year
exception.

17679 4 - - 5 2 1 1 7 3 4 A look at the A1 Contracting Summary for Cols. l,t Cols
experience shows about 11.10 of the Col~s. LL i.'uls with less
than 4 years experience. Who is white washing this
program by granting position certnfication waivers tar all
these positions.,

17694 3 - - 5 2 5 1 1 1 1 The recent changes in experience requirements were

the eJucation and training.

2.0 TRAINING STAjNDARDS - COMMENTS AND CONCERUNS
No, Demographics Comments
17228 - - 5 6 4 5 1 5 3 5 Most of the important topics are addressed by available

courses; however, the quality of material and instructors is
so variable that sometime the courses are wonderful and
sometimes they are a total waste.
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Table E-5. Comments to Open Ended Questions (Continued)

" - .4 4 511 6.3.1 .An overall theme is that training should be customer support
as your sunrey indicated. I continue to see empha.is on
individual "k1ngdoms" at the office. Ifteverone~s single

. ......... goal were customer support- those kingdoms and turf battles
.. ..... . .... .would go away. Our training programs, coupled with

emphasis on supervisory, must be stressed if we are trulv
seeking a work force that emphasizes customer suLppor-t.
We need to be motivated and understand the benefits of
providing good customer support.

17244 - - 3 6 6 5 1 3 3 5 Training is a good supplement to education and experience
requirements.

12292 - - 4 4 4 1 1 2 3 1 Required courses are adequate in subject and number for
the certification program.

172 - - 4 4 4 1 1 , 3 4 ,eimn. a, "i in three Years Iased on traininu, pigri,
a joke It happened to me and I seriousl', teel thit the
governmcnts interest are sometimes at undue risk. Due to
the "teaming concept." COs are becoming PCOrA(:,)Pr-ce
Analysts/Property Administrators. More property and

7299. ....441 3 pricing classes required.
17299.. . 4..7 4.1.6.3.7Contract specialist should not necessarily be moved from

a position but strong, knowledge PCOs should be mov, d
moved around so that contract specialists ha e the bencet
of learning frmn then-,.

1731 . 1 - - 4 1 1 1 3 1 2 1 attended NIAC Basic and then was told 1 could not
attend operational level contracting. \\ly" Are they the
same class,

17332 6 - - 4 4 4 1 2 4 7 Many ofthe more seasoned, experienced feel that their
.- pi ,CC iuuivc .toillc oi uie ilnllling. and J concur

•11 Udl I ULanig

17459 2 - - 4 2 2 2 6 3 Z Rotational training is not equivalent across the board
before I ever reported to the loh. It is difficult to understand
a class- if you have no idea what a PR or the FAR is I
also feel that it is difficult to teach any of the classes due to
the wide range of experience and education levels What
one person thinks )s difficuk, is easy for another.

17615 - - 3 5 4 1 1 6 3 2 It is the problems of contracting, not the rules that mess up
contracting.

1762? - - 5 5 5 5 1 6 3 2 For operational contracting, courses similar to %h',se offLred
by George Washington 1 niversilv would enhance the
training progam

17(o53 - - 5 6 1 1 4 4 3 Have received benefit from all training All cou-:'e material
.. not necessarily applicable, but some bcnefit ahl\avsgiilnCd
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Table E-5. Comments to Open Ended Questions (Continued)

17667- -5 6 7 6 2 7 4 2 Overall, training is very good.
17688 .-. - 2 2 4 i 1 2 2 2 With all the downsizing, we are expected to keep up with

. . ........ our work load and go to school. Training has helped me
tremendously.

17694 3 . 5 2 5 1 1 1 1 Training classes tend to be quite elementary in nature.
Instructors have a tendency to "'teach the test."

17702. 3 -. -. 54.41.7 3 5 A paramount point of significance is that supervisors.
contracting directorates. should be "held accountable" for

........... ensuring people receive school house training. Not just lip
service the requirements. In addition. there should be more

. .... . .. . . .. .in-house contract .training amongst the work force. Without
it, continuity goes when the people go. The organization and
mission suffer We need to ensure our most experienied
contracting personnel are proact, iel- paticipiting in tlil

effort and not on the side lines obscrving

2.1 TRAINING AVAILABILITY
No. Demographics Comments
17234 - - 2 4 4 3 1 1 3 3 Training is no, given on an as needed basis. I have

requested QMT 345 every year for six years and final ,y got
it. There are many others who need a formalized trauina,
progan whereby an employees completes certain courses
beiore gaingC a PS-07. oy. 11. 12. 13. etc in their career
field.

17243.-.-.4.4 4 1 1 33-41It takes too long to get required courses. Plus in order tio et
the next level courses, one must he at the arade to attcnd but

can't get the grade because haven't had the course
[734 - - 312 3 i 4 1 2 iwouidhkemohave ciassesmade more ava:iabie it has

.been historically ver difficult to get slots It is hard on base
. .. . . .level to get two classes per y'ear - possib-ly prcseni m ore

road shows.
17272 - - 1 3 2 1 1 2 1 2 We need to have more slots available for classes we Peed

in order to be certified. It takes too long to get all the
classes necessary that are very helpful on the job.

17337 - - 6 4 7 6 2 4 4 7 Training too frequently comes at the wrong time. Either
before the knowledge is required or after managerial skills
or technical knowledge have been developed

17494 - 3 - 2 4 1 1 2 3 3 1 wish there were more classes available. Eve been in nine
.......... years and been to 4 classes Since we are professionals

therc should be more training slots to keep us trained _"
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"Fable E-5. Comments to Open Ended Questions (Continued)

17497 1 - - 5 2 2 1 6 1 2 There needs to be a greater number of slots for those who
.. . . .may need to get certified. but they have their experience To

to fall back on. The new students only have what they have
in classes.

17536 - 4 - 3 5 3 1 2 2 6 More classes need to be added. With DAU funded training,
if there courses that are not part of APDP they won't pay
and AF has limited funds, which means not all training is
alwavs available.

17544 -- 2 2 5 2 1 3 3 2 We cannot get enough training that is geared towards
. ......... operational matters. And if it is available, the US 11 & 12's

. .......... get priority. Why not let the trainees (GS 5-9) get the basic
training. By the time your an 11 or 12 you should know your
job.

175,M, - 1 3 2 3 1 2 1 4 \\ are not sent to trainimg in a I imel'l manner I.sp.nt e
nioney on college. now it's their turn to snend money on
my mandatory training requirements. Why do you send
people to training when they cannot perform on the job
much less perform in a classroom environment'.?

176i6 - - 4 5 4 j i 6 3 i it should bLe easier to get the classes you need.
17652 - "- 3 4 5 1 3 3 2 All pre and post contract administration were beneficil.

However. they were received years after I had experience
in this area. In my I () years of experience, the enlisted force
receives all the training after the officers and civi]iansn

17655' - - 24 3 1 1 3 2 2 The training slots are not always readily available.
17658 - - 1 2 4 5 1 3 2 2 Current training programs should be offered as early as

possible in a contracting career progression manner
17664 - - 4 5 4 1 1 5 3 2 Make it easier to get non-APlDP certification classes
17675 4 - 5 4 3 2 7 3 4 Need to he able io sol traitnng wth Njivng to g. I %k,%ng, 'i;

it. I have not received any training through the systenm but
by going straitizt to the training moiitors at Randolph.

17682 - - 5 6 6 5 1 6 4 7 The reward systei , employed by the Air Force to gLive the
OPM courses to a chosen 'few is insulting. I've waited nine

.......... years for a course I have repeatedly requested and needed
only to see other individuals and I get "bupkus."

17694 3 - 5 2 5 1 1 1 1 The real problem is the availability of training courses. Upon
completion of this course (K Law), I will have met most of
the requirements Ibr level 11. however, due to the non-
availlabi hity of con~tract pricing., lxv wi remar, a alevel (1 'lb is

is not an acceptable situation.
17715 - - 3 4 3 1 1 2 2 5 Availablity is poor I waited three years to get C(ontract

i aw.
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Table E-5. Comments to Open Ended Questions (Continued)

17740- - 2.4 51 1 2.3.2.Training is provided to the contract wofk force only when
mandated, not when the individual needs the training to
effectively pertonn, their job. Training courses are a must

............ and you should not have to. wait long periods of time to Pet

them and yet be expected to get the job done efficiently.
17766 - 4 - 4 2 5 1 2 1 2 As an enlisted member in contracting, it is frustrating and

disheartening to have earned a degree. still seek higher
education off duty, but have to compete for scarce training

_slots _with 'individuals who are simpl.y going throughi the
motions.

2.2 TRAINING APPLICABILITY
No. Demographics Comments
17233 - - 4 4 5 5 1 5 3 2 Nlakinu courses thai max nut be relevant mandatur, rc.,ults

in unnecessary effort spent on classes Find out what the
contracting work force is actually dealing with and address
needs, necessary and desirable training and improvements.
Mandatoiy courses should address general real world
situmtions. (Other courses should addhress spcimlR17ed reql

world situations. Should be revised and tailored to fit the
needs of the customers. Make only what is generalkly
necessary mandatory. Mandatory courses should have
particular value for general contracting population.

17234 - - 2 4 4 3 1 1 3*3 It is my experience that too often courses need to be
geared to not only beginners (who may have an idea what's
going on), 'journeymen (who have a good idea what's going_
on) and under 'dads (whi either know it all or have been so

.r .... removed for so long, that they're no better offer than
the beginner).

17247 - " 43 64 I 74 2Thetraining would be focused to the specific organizational
mission and identified problems within the organ, zation.

17249 - - 5 4 74 1 23 33Need to gear to specific jobs - systems acq vs operational.
,17254 - - 3 2 3 1 1 4 1 2 1 feel more attention should be given to base level items
17264_"- -1 4 111 2 2 22Courses.should be directed to the level of contracting you

are perfoming.
17260 - - 2 1 4 5 1 2 1 2 Often, training is not specialized to level of contracting

performed.

E-30



"I able i --. Comments to Open Ended Questions (Continued)

17261-- 2 54 i 31 2 would like to see the training requirements be geared to the
level of contracting- If I am working operational level
contracting and take classes geared to systenis level. I
wonder if I will getjob specific training. Then if I were ever
to get a transfer to a systems level assignment would I not

S... .... then 'need a refresher course that was systems level
speci fc.

17264 - - 1 4 4 1 1 2 2 2 It is a waste of time and government money to send people
to courses, teaching material they do not need and will not
use. Courses should be instructive and directed to the tyTpe
of contracting one is doing. Delete those not necessary
to job. Base level pnicing ts sufficient for small purchases.
I don't think the intermedicate pricing course should be
required tIbr base level cmnirrctin'..

17265 - 2 - 2 2 3 1 2 1 2 Things people learn in class reallydon't help them in their
job because they don't use it very often, if even at all

17289 - 5 4 4 3 1 6 3 2 Make training relate your job assignment not an across the
bIa- level ratiug bUcd on rank or gradc.

1730.9. -' 5.4.6. 5.1 2.4.3 3Most training and formal education does not teach one how
to do contracting. Most of the theory taught does not relate
to the workplace

17310 - - 6 6 7 7 2 7 4 3 Some of ihe mandaton" courses are a joke ThC% do ni
even deal with the central issues and requiremcnts of the
subject. e.g. Executive Administration never even opened
the FAR to the relevant material, spent ImIost of the 1i1eC onl
touchv-feelv fluff

1 7536 - 4 - 3 5 3 1 2 2 6 Program must meet all areas oftcontractine. operational.
R& D. Central Systems, perhaps separate requirements tor
each area

17553 - 1 4 3 3 1 2 2 2 Although the training is given. how we are supposed to do it.
reality at the job is not how its done

17570 - - 2 2 4 3 1 2 3 2 The training classes are adequate. It's the application and
performance once I return home.

17596 - -' 1 3.2.3 1 2" 1 4.The government requires us to have education, but they

S.... . ...... don't fulfill their end of the training requiremer'ts.
17622 -. 5 5 6 5 2. 7 4 2 Most required classes are so general no "real" infoniation

is gained. The classes offer a side benefit which is truly
worthwhile the interaction of students at lunch. afler-liours.
etc Most of the class material is too basic, too general.
or inapplicable to :'experienced proessionals
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Table E-5. Conunents to Open Ended Questions (Continued) •

17639 - - 5 4 1 5 4 3 No formal course is going to give the person the knowledge
he!she needs to sit at the desk and do the job. Formal
courses are helpful in providing information overviews that

give the person familiarity with terms, rules, and general
S.... . . ..... .... proce.dures. Doing the work- is what makes the learning

stick. Too many people in contracting today seem to have
the attitude that formal training is a panacea for all our

. ............ problems - problems that stern from promoting unqualified.
. ... . ........ inexperienced people into contracting jobs. It seems to me

that this is because many of the people making these
decisions fall into that category themselves.

17646 - 4 2 6 3 1 6 3 2 Rather than mandatory classes for 1102's why not classes
for specific areas - i.e., if I'm an administrator send me to
adnim. Iw the time I am assihned to a job to u.-e sonle o, C

class info, so much time has eiapsed that what hasnt
S. . ....... changed I've forgotten. Also training is almost always I

.... ........ systems" oriented. I only need operational contractingi
training.

17655 - - 2 4 3 1 1 3 2 2 1 feel certain courses should be pre-requisttes for other
course. 'i.e. MiDAC basic before cost and pricing.

17699 - 5 - 4 6 5 1 6 3 2 There needs to be mandatory classes established for
enlisted jades to ensure attendance and completion

177(0 - - 4 2 6 4 1 1 1 4 Much of the traininm is aeared for central contractingz Not
a lot for base level contract. FFP. In 15 years of con. acting
I have never dealt with any contracts other than PFP

17740 - - 2 4 5. 1 1 2 3 2 Requiring operational contract specialists to train in areas
only required by systems contract specialists is unfair and
and does nothing to help ensure operational personnel

............. provide effective customer support. Civilians in the field
take a back seat on training requirements

2.3 TRAINING NEEDS AND SUGGESTIONS
No. Demographics Comments
17229 - - 2 4 4 1 1 2 1 2 More Base level courses.
17235 - - 4 4 7 1 1 5 3 5 I believe the CAS courses should be mandatory because it

is a law that needs to be understood by acquisition officials.
1 have had experience where PCO's directed contractor's
to violate CAS without knowing the impact of their
directions.

17236 -. 2 5 2 1 1 5 "2 " Training in cost proposal evaluation and source selection
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Table E-5. Comm.-ents to Open Ended Questions (Continued)

17Hi7-74 '6 1 15 3 1Allows the level 3 courses to be made available to aspiring
level 2 personnel. This would enable one to prepare for
upward positions.

1724 0 - -4 5 4 1 1 5 3 1 Allow some of the training requirements to be completed
by correspondence.

17247 - -4 3 6 41 7 4 2 Recommend trained team(s) of 11I 02s be developed for the
........................ purpose of going to the field to providL OJT training.

All training classes are beneficial. but the workshop
environment is much more conducive to learning, especially
working joint case problems with plenty of question and

answer time.
1 7254 -- 3 2 3 1 1 4 1 2 1 feel each level should have 1-.2 base level elective type

courses for 'rtification. .This would live the Contract
Adnministrator thk i- e picture ais weil ias Nht ý
happening at base level.

1 726 8 - 1 3 1 1 3 1 2" 1 think that some formal training classes should be given on
specific subjects like supplies, or services or BCAS arid
how to input rfiffterent r-mn ract tvpes onrrectly. specific

. classes for different sections.. Mvost classes are related to
the construction branch and are not as beneficial to people
working in -,upplies or services.

7 7273 4.- 2 4. 1 1 .3 1 .2.1 have not- had the chance to attend too many schools. but I
.don't believe there is an' classes on contini~ency contractinu,
and as a military member - this might standardize how CU's
handle diffterent situations.

172-74 - 4 - 4 .;5 5 16-3 2' Allow senior NCO's w~th degrees and experience the
....................... opportunity to achieve level III by opening more slots or

exec courses.
1 7285 -4 -2 3 1 1 3 2 2 Classes should be longer. There is so much valuaible

information it is hard to absorb in the short few weeks the

classes run.
17297 - 3 4 4 1 1 6 3 2 Training is sometimes given too early in ones career W~hen

....................... you are brand new you don't even remember what F AR
stands for let alone applying conceptual ideas learned in a
classroom to the real world at your desk. First soine OJT.
then classes would be more beneficial - mean more to you.

........................ I think more training classes that cover other areas ot'
contracting would help to round out a persons knowkledg-e
base on the overall contracting field That would help to

. . . . .1the 'big picture" of how procuiement contributes to the
Overall mission
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Table E-5. Comments to Open Ended Questions (Continued)

17298 - - 4 4 4 1 1 6 3 4 Need more property class-s.
17316 - - 5 4 5 5 1 4 3 4 Less emphasis on assembly hirc training. Bv level IL.we

should start seminar based -iro.L&a.ms with emphasts on
learning. not tests. Also, should inWlude discussion on
mission needs, why we are here. anrd tho Importance of
procurement within DOD.

17332 6 - - 4 4 4 1 2 4 7 1 think training is not adequate whct it 'conies to negotiation
techniques, style as well as communw'ation. Negotiations
and communication are an integral pprut from beginning

............ through all-management positions.- One is continually
. .. negotiating tor contracts, terms manpower. labor relations.

etc. Truly 'effective communication is cntical. Many
people are simply are lacking in the communications arena.

117527 - - 4 4 4 2 1 3, 2 Y)pportunity in related occuipaticiSi after those rcLitir nn_
mandatory trainina have been instructed.

17535 - 5 - 4 5 4 2 7. 3 6 Certification requirements should require both pre and post
award courses since we are cradle-to-grave.

17607"- - 4 44' 1 1 6.3 1 Basic classes should not be scheduled so early in the career
because you have no idea what they are talking about, wait
"6 months so they have a basic idea of what an acquisition is.

17621 - - 3 4 4.1."31 1 3 2The training being provided might he more beneficial it more
t.me could be spent learning rather than just cramming
infcrmatior, in. (Too much inftormation covered in too shon

. . .. . . . . . .. _

a period of time.)
17630 4 - - 5 .4 4 2 7 3 5 1 would prefer to see Contract Law i equired for level I

certification
17634 4 - -. 6 4 6 2 7 4 2 Move Contract Law to level 1. level I to 2 years. and add

both pie and admin to ie'ee i.w. Auso need decision
making in Contract Management.

17657 2 4 1 1 1 7 1 2 Having frequent breaks at the work place seems detrimental
to my really "getting into the business." It might be a good
idea then to have general courses once one has already
met the certification qualitications to refresh myself on the
material.

17658i- - 1 2 4 5 1 3 2 2 Perhaps a core in-depth course should be offered to new
personnel.

17662 - 3 - 3 4 5 1 3 2 2 Don't emphasize testing in classrooms, but rather
instructional training Develop the "how toos" in pertorming
the job. Should require advanced trainingz
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Table E-5. Comments to Open Ended Questions (Continued)

176785- - 6.65 7 4 3 Prorga does not include critical training, like negotiatingy.
etc. Level Ill should require training in leadership and

management.
17688 2.241 1 2 2 2 On site training might be a better solution to workers so they

can still be available in a pinch.
17694 3 - 5 2. 5 1 1 1 1 Systems contracting needs access to Systems 100 and 200.

and should be required courses.
17699 - 5 - 4 6 5 1 6 3 2 Students should go TDY for their training because work

tends to be of such importance that they can't get away.
Work and other activities distract from the focus.

2.4 ON-11TE-JOB TRAINING
No. Demographics Comments
17247 - - 4 3 o 4 1 7 4 2 The hands on tpe training is most hernieciI :is rroccdUrc:,

are retained easier
17255 - 4 - 2 4 1 1 6 2 2 Manning constraints severely limit effectiveness of QO.- at

operational contracting activities. OJT is hit or miss,
. ........... depending on current situations/requirements.

17264-- 1 4 4 i 2 2 21 lean more through OjT because l learn as I need it and
can apply it immediately and see the results.

17419'3 - - 4'442 72 6Handson.
17639 - - 5 4 5 5 1 5 4 7 (0j3 is the most important element of contractimg trainimg1 . .o . . . .
17699 - 5 - 4 6 5 1 6 3 2 We must ensure proper hands-on training and grot;l)01 fr

later positions.

2.5 REFRESIIERiFOLO\V-ON TRAINING
No. Demographics Comment%

729 - - 4 4411 2 3 3 There should be refresher courses that constantly update

contract professionals which may be on-site
17317 6 - - 5 7 6 2 7 4 4 Iseea need for continuinc traiing education to maintain

certitication.
17626 3. 5 4 5 2 7 3 2 Review the fulfillment policy and have refresher type courses.
17658.. 1 2 4 5 1 3 2 2 Lack of adequate follow-on training.

3.0 EDUCATION STANDARDS - COMMENTS AND CONCERNS
No. Demographics Comments
17269 2 2 3 1 1 2 1 2 Not enough guidelines were disseminated down to the base

level contracting and CP10 offices for administering this
... . . .progam, especially in regards to what classes-courses were

acceptable for the 24 hour of business.
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Table E-5. Comments to Open Ended Questions (Continued)

17522 -3 - 3 5 3 1 7 3 6 Education does not factor in unless specialized in contracting
arena.

17549 4 - 3 1 1 1 2 1 2 1 think 24 semester hours is too ma;-. Twelve is more
............ appropriate for level I.

17612.- - 4 5 4 1 1 6 3 2 Most peop!e who have been in contracting for any length
of time have been grandfathered into certification levels
How can this be comparable to those who are hired at a
!ater date or those in the field who arc trying to better
themselves with advanced education*? The certification

. . .......... program is similar to most other AF programs. if you hang
around long enough, it doesn't matter if you are continuing
your education or not.

17625 - - 5 5 7 6 1 2 4 4 A minimum education level was established. now there is
n concentrated elfort to find ways around ohi:mniný. he _ -

semester hours.

3.1 EDUCATION FUNDING ISSUES
No. graphics Comments

S7270 - 2 - 2 3 1 1 2 i2 i thnmk, since it is mandatory that the classes are required for
for our certification, they should be paid for -11(0 o.

17567 -. 3 - 2 4 1 1 2 3 2 If we are requiring people to have somc college crediis.
"which is not required in other AFSCs. we should pay fOr them.

17644 - 31 - 2 2 5 1 3 2 1 Ifeducation (24 hrs business) is required thel overnment
(not the individual) should fund the requirement.

17688 -".2-2 4 1 1 2 2 2 The reason a lot of people do not have their deg-ees is
becaus, they could not afford it

3.2 EDU! CATIObNAL. D!~C!PLL.NF CONCI_4_NS

No. graphics Comments
17231 - - 3 2 3 1 1 3 3 - 24 hours of business should carrn more we2ght than having

just a degree.
17627 - - 5 5 5 5 1 6 3 2 The four year degree should be in related fields such as

business rather than general.
17628 3 - -5 4 4 1 7 4 7 I feel the degee should be busimess rer L just any

. ......... degree.

E1-36



Table E-5. Comments to Open Ended Questions (Continued)

3.3 DISSATISFACTIONS WITH EDUCATION REQUIREMENTS
No. graphics '.......Comments
1 7311 - - 5 2 6 7 2 6 4 3 Get rid of the mandatory college degree requirement
17622 -. 5 5 6 552 7 4 2 De-emphasize education!
17699 - 5 - 4 6 5 1 6 3 2 High grade civilians who enter programs on degrees don't

. .. have my respect.

ji3
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'Fable E-5. Comments to Open Ended Questions (Continued)
IV. TRAINING COURSES PERCEIVED MOST BENEFICIAL

No. Demographics . Most Beneficial Comments

17219 - 4.4 5 1 14 3 4MDAC-Basic
17231: - 2- 3 2 11 3i3- MDAC -- Basic

17233- - 4 4 5 5 1 5 3 2 MDAC-Basic

17236 - 2 5 2 1 I 5 2 2 MDAC - Basic FAR familiarization.
17245- - 344 1 1 5 1 2 MDAC - Basic Information could be applied it

_,___ everyday world.

17256- 2-2 2 1 1 2 2 2MDAC-Basic

17260-- 2- 21 45 1 2 1 2MDAC-Basic ... ..
17284 - 3 4 2 1 1 2 1 2 MDAC -Basic
17281 - 5 - 4 4 3 1 6 3 2 \D.\C- Basic FailtanIlI,,cd m:\\III) h 1i \1 .

17292- - 4 44 I I 2 3 1 NIDAC- Basic
17309- - 5 4 o 5 I 2 4 3 IDAC -Basic
17331 - - 5 2 6 7 2 7 4 3 MDAC-Basic Covered a lot ofinaterial

17333- - 6 5 7 5 1 2 4 7 MDAC-Basic

17456 -.- 2 4 2. 7 1. 2 3 2 MDAC - Basic 'Most specific and detailed.

17473 1 - - 6 2 4 1 7 2 2 MDAC-Basic

17474 -- 1 5 1 1 1 2 I 2 MDAC - Basic Good Overview.
17651- - 2 4 3 1 1 2 I 2 MDAC - Basic Teaches the usage ofthe

different regulations and nianual.s

17657 2- - 4 1 1 1 7 1 2 MDAC -Basic General coverage gave a strong

foundation to appiN at the
workplace.

17658- - 1 2 4 5 i 3 2 2 MDAC - Basic

17719- 4- 4.4 . I 2 3 7 MDAC-Basic

17327 3 - - 5 2 3 1 2 3 1 Central Systems Complete comprehensive

coverage.

17623 5 - -" 5 5 6 2 7 4 6 Central Systems Most helpful since it was my

'- introduction to the contracting

career field.

17628i 3-- -5 441; 7.4 7TCentral Systems Taught me contracting-1] - !fundamentals.

17228-'- 5 6'4 5 1 5 3 5 Operational Contracting
17457 I - 4 1 I 1 3 I 2 Operatioial Contracting Gav e mc a better understanding

of the job.

17471 1 - 4 I 1 1 2 I 2 Operational Contracting
117563 - 3 5 4 4 1 2 3 2 Operational Contracting
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Table E-5. Comments to Open Ended Questions (Continued)

17231 :-- 3 2 3 1 1 3 3 - Principles of Pricing Directly app!icable.to my job.
17246 - 4 4 5 2 1 5 3 2 Principles of Pricing Applicable to Job.
17254--_ 3'. 2 3 1 14.1.2 Principles of'Pricing
17292 - - 4 4 4 1 1 2 3 I Principles of Pricing

17559_' - 3 4 5 2 1 3 3 2 Principles of Pricing

17566 2.- - 4 2 1 1 2 1 2 Principles of Pricing
17626 3 - - 5 4 5 2 7 3. 2. Principles of'Pricing
17627 - .5 5 5,5. 1 6 3 2.Principles of Pricing
17688- 2 2 4 1 1 2 22 2Principles of Pricing ____

17765 - -- 2 4 2 1 1 2 2 1 Principles of Pricing . .Helped me understand the
. .process better.

17220- - 3 1 7 5 1 2 3 2 Base Level Pricing
17-256 - - 2 2 1 1 2 2 2 Base [ei cl PrIcingT
17200- - 2 1 4 -5 I • I 21 Base Lexel Plncing
17289- .5.- 4 43. 1. 6. 3. 2. Base Level P'ricing Related to current jobt

assignment.
17537 - 3-- 4 3 1 17 1 6 Base Level Pricing .. . . . -

17238• - 4 6 6 1 1 5 3 1 Def Cost & Price Analysis .
17299 -- 4 4 7 4 1 6 3 7 Def Cost & Price Analysis Price/Cost savings is extremel-

important: we must know how

to go about it.

17233 - - 4 4 5 5 1 5 3 2 Contract law
17261 - - 2 5 4 I 1 3 I 2 Contract Law

17264.- "- 4 4 1 1 2 2 2 Contract Law I learned thing',s hiJch I I'otmd
%ciy applicable.

-7269 - 2 2 3 I 1 2 i 2 Contract Law L.eaned lot .about g,.ernimer•,t

rights and how/why we have
those rights.

17270- 2- 2 3 1 1 2 1 2 Contract Law
17280- 2- 2 3 1 1 2 1 2 Contract Law
17285,- 2.- 2 3 1 3.2 2'2contract Law It is important to know what

you can and cannot do.

17294'- 4! ,4J44,1 1 603 3'ContractLaw
17305-• 4- 3 4 4 1 6:3; 2 Contract Law Case studies allow you to seer • - -- -- ------ -.... . ... .. ---

.. . . how somne of the concepts

actually work.
17312 - 5 4 0 5 2 o 4 3 Contract I aw Gave historical % iew on ho%, \e C

contract & current rational fn6
ways to handle changes
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Table E-5. Comments to Open Ended Questions (Continued)

17567- 3- 2 4 1 1 2 3 2 Contract Law

1756S - - 3 4 4 3 1 3 1 6 Contract Law

17622 - 5 5 6 5 2 7 4 2 Contract Law Provides fundamentals
applicable to all contrac;t.

17624- 3 - 5 4 5 2 7 3 2 Contract Law :Case studies similar to actual

conditions.

17626 3- - 5, 4 5 2 7 3 2 Contract Law

17627-- 5 5 5 5 ! 6 3 2 Contract Law

17634.4.- - :6, 4-6-2 7 4.2 Contract Law

17645 - 5- 3 3 3 1 6 2_2 Contract Law
17646 - '- 4 2 6 3 1- 6; 3 2'Contract Law Took it just when I was on ajob-. . . , " - .. . -- -' --i . .. . . .. ' . .... . ....- - -- - -- -

that I could really use the
in filnuation pi selited.

17647- - 2 I 4 4 I 2 3 2 Contract Law Now know more when lcuals
state a contract is lcqall%

sufficient.

17762 -.- 1 4 4 1 1 2 2 1 Contract Law . . . Can be appli.id to my immediate
S- T 1 7

17766- 4 4 2 5 1 2 1 2 ContractLaw

17768. 3 -. 6 2 1 1 1 2 1 Contract Law Provides fundamentals.

17238- - 4 0 0 I I 5 3 I intennediate Pricing

17246 - 4 4 5 2 1 5 3 2 Intennediate Pricing

17219- - 4 4 5 1 1 4 3 4 MDAC-Advanced

172120 -- 3 1 7 .5 1. 2" 3. 2. MDAC - Advanced Subject maller closly rchlawd
to job.

17233 - 4 445 5 1 53 2 MDAC-Advanced-'7' A V" .1 A I Itn., I~t m q; .' ,11,Ir A', f -1A 1- AiA
a .. . 4~ 4 I I 5' * 2 •, • ,-

everyday world.
17274- 4- 4 55 1 6 3 2 MDAC-Advanced

17291 - - 4 4 4 1 1 2 3 3 MDAC-Advanced

!7292- - .4 4 4,1 1 2.3 1,MDAC-Advanced

17293 - - 3 4 4 3 1 2 3 2 MDAC- Advanced

17330'- - '3 2 5 3 1 21 31 3 MDAC - Advanced Well rounded infrmation
S.provid for both pre and post

1 - - .. award.

17331 - - 5 2 6 7 2 7 4 3 MDAC - Advanced overed a lot ofinaterial.

17459 2 - - 4 2 2 2 6 3 2 MDAC - Advanced

17570- - 2 2 4 3 1 2 3 2 MDAC-Advanced

17719- 4. 4 4 1 2 3 7 MI)AC - Advanced
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Table E-5. Comments to Open Ended Questions (Continued)
¶m

17221 4 5 4 1 1 6 3 3 Advanced Administration -

17222 - 4 4 4 1 1 8 3 3 Advanced Administration Discussion of cases er%

beneficial.

17230 - 4 4 5 i 1 6 3 1 Advanced Administration Received good DCMC
: • : I - perspective, gave balance to my

perspective as a buyeriC0.
17254 -- 3 2 3 1 1 4 i1 2 Advanced Adhninistration

17273.- 4-.- 2 41 1. 3 1. 2 Advanced Administration

17286 4.- - 5 4.4 1 7 3 7 Advanced Administration

17306 - 2 - 1 4 1 1 2 3 2 Advanced Administration

173-12- - 5 4 6; 5. 2 6 4 3 Advanced Administration It allows in-depth discussions on

topics which cause most

c'mtiactin!! problcms

17324 - 2 I 2 I i 2 I 5 Advanced Administration

17419 3 - - 4 4 4 2 7 2 o Advanced Admiuistration Hands on.

17525 3 - - 6 4. 5 1 6 3 3 Advanced Administration

17559 - 3 4 5 2:1 3 3 2 Advanced Administration
I 7d-d A 17 A AA_-_A AA..aIn

17220 - 3 1 7 5 1 2 3 2 Base Administration

17229 - .- 2 4 4 1 1 2 i 2 Base Administration Work operational, course was
tailored to daily operations.

17283- - 1 3 4 1 ! 3 1 2 Base Administration
17297- - 3 4 4 1 1 6 3 2 Base Administration Addressed real sitiations. not

just conceptual.
17644*- 3 - 2 2 5 1 3 2 1 Base Administration Studied clauses.

17298 - - 4 4 4 I 1 6 3 4 Overhead Management

17~Q -d 5 14 I Overhead Maaenn

17222- - 4 4 4 1 1 8 3 3 Overhead Management

17316 - - 5 4 5 5 1 4 3 4 Executive Contractine Current procurement topics

and the big picture approach.

17627 - 5 5 5, 5 1, 6: 3 2 Executive Contracting
17221 - 4 5 4 I F6 3 3.Vaiue Engineering

172341- :2 414 3- 1 1 3:3:iNegotiation Workshop Class was good practice.

17247- - 4 3 64 1'7'4 2Negotiation Workshop

17537 - 3 - 4 3 1 1-7 1 6 Contract Placement

117507- 3- 2 4 1 1 2 3 2 Contract Placemoint
17276 - - 5 5 5 5 1 6 3 2 Contract Placcment

r 17645- 5 - 3 3 3 I 6 2 2 Contract Placement

1726,) - - 2 1 4 5 1 2 1 2 Property Management
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Table E-5. Comments to Open Ended Questions (Continued)

IV RAINING COURSES PERCEIVED LEAST BENEFICIAL

No. Demographics Least Benteficial Comments.
17230 4 4 5.1 1 .6 3 1 MDAC -Basic
.7234 2-4 43,11 13,3 MDAC -Basic 'Course was too advanced for

IIsomeo ne wit h no expenience.

17246 -4 4 52 1 5 3 2 MDAC -Basic -_

17264 1.ý4). II.2:T2_2:M.DAC- Basic I_-- lwas already familiar with the

-- 4 --- i---4

-- __ ~ -- _I FAR and DFAR. -

17273 -4 -2 4 1 1 3.1 2TMDAC -Basic
17317 6.-' -' 5'7 76.2714.4 MIJAC - Basic 'Should have aminimum of six

l -5 o tmonths hands on bedore
aittending.

-17570 - - 2 2 -4 3 1 2 3 2 M.DA --Basic

117627 - - 5'5'5 5 1'6 3 2 MIDAC -Basic

17646 - - 4 26.3. 1 6!3 2 MDAC-Basic

17647 -2 1 44'1 2 32'MDAC-Basic ----

17419 -.- 41•4 42 2 1 MiOperational Contracting Too broad, difficult to apply.

75 . ...... 1 6 Operational Contracting
17566 2.--4:2 1. 1.2. 1. 2. Operational Contracting
172,21 - - 4 5 4 1 1 6 3) 3 Pinciples of ricing Not pertinent toh oe.

17291 - - 4 4 4 1 1 2 3 3 Principles of Pricing

17306 2 - 1 4 1 1 2 3 2 Ptinciples ofnPricing

- 1 -- -' ter . . ..a.t.o ...

173273 5 2 3 1 2 3 1 Principles of Pricing Subiect er

for college graduate - should bs

.. .. .. . . . ... . ... . . . . .a t n i g

i week.

17464 1 - 6 2 4 1 7 2 2 Principles of Pncing Not designed lor the type of
work Id.

17473 - - i 5 1 1 1 1 2 Principles of Pricing

17628 3 - - 5 44 1 7 4 7.. Pinciples of Pricing Very little application tojob.
17647 -' .2 1 41 4 1, 2,3,2P Aincip-Bs ofPricing

17269 - -.2.2'3 li 1 21: 2: Base Level Pricing......do very little negotiations that
I!require cost breakdown of

7 2 4 ! I 2 isontract osproposals.

17297 - 3 4 4 1 1 6; 332Def Cost & n p ce Analysis Better for price analysts. too
much detail.

17330 - 3 2 5 3 1I 2 3 3 DPciost & fPriceiAnalysis Too In depth for a new specilst.

Should bL taken after .any

744'I____24_7__ricpyears In contracting. t

A_.
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Table E-5. Comments to Open Ended Questions (Continued)

17231 - -3 2 3 1 1 3 3- 'Contract Law Still have to refer legal matters
to lawyers an vwav.

17236 -- 252 I I 52 2Contract Law

17245 - 3 4 4 1 5 1 2. Contract Law Poor instructors, material not

- .- - ' :.presented well.

17254.- --3 2'3 1 1 4 1 2 Contract Law
17286 4 - - 5 4 4 1.7, 3. 7 Contract Law

17289 - 5;-44 3 I 6,,32 Contract Law If flneedlegaladvice, Igoto
-a lawyer.

17293 - - 3 4 4,3 I 2'3 2'Contract Law Bad Instructor
17333 - 6 5 7 5 1 2 4 7 Contract Law

17455 2 - 2 4 1 1 2 1 2 Contract li-n Noedcd more f1bcu, on
govceillcnt coliltracth.

17719 - 4 - 4 4 1 I 2 3 7 Contract Law

17527 - - 4 4 4 2 1 3 3 2 Intermediate Pricint Related to systems acquisition

and not the day to day aspects

of pricing.
17246 - 4 4 5 2 1 5 3 2 MDAC - Advanced

17260 - - 2 I 4 5 1 2 1 2 MDAC-Advanced

17289 - 5 - 4 4 3 1 6 3 2 MDAC - Advanced Taught at systemils level- not
base lIe el.

17316 - 5 4 5 5 i 4 3 4 MDA(- Advanced Too mechanical in its approach.

Instructors icad Out o0' the book

17624 3 - - 5 4 5 2 7 3 2 MDAC - Advanced Too late inl Ill\ carecl to do ii\

good.

"173 •7 - -16 4 6 2 4 2 MDAC--Advanced

17289 - 5 - 4 4 3 I 6 3 2 Advanced Administration
17228 - - 5 6 4 5 1 5 3 5 Overhead Management

17312 - - 5 4 o 5 2 6 4 3.Executive Contracting

17623.5. - 5 5 62174 6;MDAC - Executive Gave roe no lew tools, just a
rehash through case study.

17627 - 5.55 551.6.3 2'MDAC-Executive--

17312 - 5 4 6' 5:26: 4: 3 Executive Administration
17309 -- 5 4 6 5 1 2 4'3 Value Engineering

17229 - -2 4 4 1 1 2 I 2 Negotiation Workshop Mostly common sensc. could

be a 3 day seninai.
17270 - 2 - 2 3 1 1 2 I 2 Contract Placemcnt
17622 - - 5 5 6 5 2 7 4 2 I-Fnvironimcntal ('ontracting 'Io( basic.
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